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Honorable  John  L.  Molinari 
Chairman,  and  Members  of  the 

Legislative  and  Personnel  Committee 
Board  of  Supervisors 
Room  235  City  Hall 
San  Francisco,  California  94102 

Dear  Mr.  Chairman  and  Members : 

Transmitted  herewith  is  our  management  audit  report  on  the  1978-79 
salary  standardization  procedure  of  the  Civil  Service  Commission. 
Because  the  salary  surveys  used  to  make  recommendations  for  uniformed 
personnel  in  the  Police  and  Fire  Departments  and  for  MUNI  drivers 
have  not  yet  been  completed,  our  audit  focused  primarily  on  the 
salary  standardization  procedure  for  miscellaneous  employees.  None- 
theless, the  audit  was  comprehensive  and  several  of  the  conclusions 
and  recommendations  are  applicable  to  the  salary  standardization 
procedure  for  all  City  employees. 

The  Civil  Service  salary  standardization  procedure  operates  under  the 
general  guidelines  of  Charter  sections  8.401,  8.404,  8.405  and  8.407. 
These  Charter  sections  describe  the  procedures  under  which  salary  and 
wage  surveys , which  are  used  as  a basis  for  making  wage  increase 
recommendations , are  to  be  conducted.  Based  on  the  survey  conducted 
for  the  approximately  18,000  miscellaneous  employees  in  San  Francisco, 
the  Civil  Service  Commission  made  recommendations  for  wage  and  fringe 
benefits  increases  totalling  $18.8  million.  It  is  estimated  that  the 
recommended  wage  increases  for  uniformed  personnel  in  the  Police  and 
Fire  Departments  and  for  MUNI  drivers  would  have  totalled  an  addition- 
al $14  million  so  that  the  total  wage  and  fringe  benefit  increase  for 
City  employees  for  1978-79  would  have  been  approximately  $32.8  million 
These  increases  would  have  gone  into  effect  if  the  Mayor  and  the 
Board  of  Supervisors  had  not  suspended  all  pay  increases  for  public 
employees  for  1978-79. 

The  President  of  the  Board  of  Supervisors  has  proposed  that  basic 
government  in  San  Francisco  be  restructured  into  a smaller  more 
efficient  package  with  the  goal  of  an  overall  15%  reduction  in  total 
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cost  by  1979-80.  Generally,  the  largest  single  increase  in  the 
annual  City  budget  is  the  increase  in  employee  wages.  If  costs 
are  to  be  reduced,  the  way  in  which  employee  wage  recommendations 
are  established  takes  on  an  added  importance. 

The  results  of  our  audit  show  a general  compliance  with  Section 
8.407  of  the  Charter  which  establishes  the  guidelines  for  the  wage 
and  salary  survey  for  miscellaneous  employees.  With  few  exceptions, 
we  found  the  data  collected  by  the  Civil  Service  Commission  to  be 
complete  and  accurate.  We  also  found,  however,  that  in  applying 
the  data,  the  Civil  Service  Commission  and  staff  exercise,  under 
the  Charter,  a considerable  degree  of  discretion  which  materially 
affects  the  wage  recommendations  made  for  certain  classes  and  groups 
of  classes  of  employees.  In  some  cases,  the  Civil  Service  Commission’ 
exercise  of  discretion  under  Charter  Section  8.407  produces  results 
which  are  not  consistent  with  other  Charter  provisions  in  Sections 
8.400,  8.401  and  8.407  which  require  that  comparable  pay  be  provided 
for  comparable  work. 

A summary  of  our  specific  findings  is  as  follows : 

Despite  the  fact  that  salary  increases  for  public  employees 
are  the  single  largest  annual  increase  in  the  cost  of  San 
Francisco  government,  under  existing  Charter  requirements 
salary  increases  for  City  employees  recommended  by  the 
Civil  Service  Commission  cannot  be  modified  by  the  Board  of 
Supervisors  in  the  normal  budgetary  process  without  the 
concurrence  of  the  Commission.  The  options  available  to 
the  Board  of  Supervisors  for  adjusting  these  significant 
annual  costs  are  limited  to  accepting  or  rejecting  the 
recommendations  of  the  Commission.  The  Civil  Service  Com- 
mission, for  its  part,  does  not  take  the  overall  cost  of 
its  salary  recommendations  into  account.  Therefore,  there 
is  no  overall  budgetary  control  over  salary  increases  for 
public  employees.  Giving  the  Board  of  Supervisors  authority 
to  make  uniform  reductions  in  wage  increases  recommended  by 
the  Civil  Service  Commission  would  establish  budgetary 
control  over  wage  increases  without  subjecting  decisions  on 
wage  increases  for  individual  employees  or  groups  of  employ- 
ees to  the  political  process. 


The  Civil  Service  Commission  recommended,  for  three  classes 
of  positions , maximum  salaries  which  exceed  the  maximum 
salaries  for  comparable  positions  paid  in  every  Bay  Area 
jurisdiction  surveyed.  The  classes  receiving  these  recom- 
mended increases  were  the  2444  Clinical  Lab  Technician,  the 
2450  Pharmacist  and  the  2586  Health  Worker  II.  Such  salary 
levels  are  inconsistent  with  Charter  provisions  that  require 
that  City  wages  not  exceed  maximum  prevailing  rates.  These 
salary  levels  result,  in  part,  from  the  fact  that  San 
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Francisco's  5-step  20%  pay  range  has  a larger  percentage 
increase  from  the  entry  level  to  the  top  step  than  do  the 
pay  ranges  of  many  of  the  public  jurisdictions  surveyed. 

For  example,  Alameda  County  has  a pay  range  of  9.1%  from 
the  entry  level  to  the  top  step.  For  blue  collar  employ- 
ees, the  5-step  20%  pay  range  provided  by  San  Francisco 
exceeds  the  pay  ranges  in  22  of  26  Bay  Area  public  juris- 
dictions surveyed.  Adjusting  San  Francisco  pay  rates  to 
levels  which  are  consistent  with  average  maximum  pay  rates 
in  the  Bay  Area  would  have  reduced  the  Civil  Service 
Commission  recommendations  for  1978-79  wage  increases  for 
miscellaneous  employees  by  approximately  $4.8  million. 

Use  of  private  sector  salary  and  wage  data  under  the 
guidelines  of  Charter  Section  8.407  significantly  inflates 
survey  results  and  increases  costs  to  the  City  by  an  average 
of  46%  over  the  salary  and  fringe  benefit  levels  which  would 
have  been  recommended  based  on  the  use  of  public  sector  data 
alone.  The  sources  of  the  private  sector  data  are  the  Bay 
Area  Salary  Survey  Committee  (BASSC) , a special  construction 
survey,  and  data  collected  by  the  Civil  Service  staff.  The 
private  sector  data  is  applied  to  55%  of  all  miscellaneous 
positions.  For  these  positions,  private  sector  data  is  the 
dominant  force  in  determining  recommended  wage  increases. 

For  purposes  of  making  these  comparisons , the  private  sector 
positions  surveyed  outweigh  the  public  sector  positions  sur- 
veyed by  73%  to  27%.  Examples  of  the  effect  of  using  private 
sector  data  on  recommended  wage  increases  are  as  follows : 
clerical  positions  received  recommended  increases  totalling 
$1.5  million,  custodians  received  recommended  increases  total- 
ling $110,612,  electrical  and  related  trades  positions  received 
recommended  increases  totalling  $192,375  and  plumbing  and  related 
trades  positions  received  recommended  increases  totalling  $67,835. 
The  net  total  effect  of  using  private  sector  data,  was  a recommended 
increase  in  payroll  costs  for  approximately  55%  of  all  miscella- 
neous employees  totalling  $3.8  million.  The  remaining  45%  of  all 
miscellaneous  positions  are  in  a relatively  disadvantaged  position 
since  the  data  on  which  recommendations  for  their  wage  rates  are 
based  are  collected  only  from  public  jurisdictions.  If  the 
weight  of  private  sector  wage  data  were  reduced  so  that  it  does 
not  outweigh  public  sector  data,  the  Civil  Service 
recommendations  for  wage  increases  would  have  been  reduced  by 
$2  million. 

The  principle  source  of  private  sector  wage  data  is  the  BASSC 
survey.  BASSC  survey  results  are  estimates  of  what  actually  ex- 
ists in  the  private  sector  for  the  six  Bay  Area  counties.  The 
City  and  County  of  San  Francisco  is  the  only  public  jurisdiction 
that  applies  BASSC  data  in  a rigid  manner.  Other  jurisdictions 
only  use  BASSC  survey  results  as  baseline  information  for  purposes 
of  salary  negotiation. 
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The  Bureau  of  the  Budget  has  conducted  an  examination  of  the 
survey  and  computational  methodology  used  in  the  collection 
and  compilation  of  the  private  sector  data  used  by  the  Civil 
Service  Commission  in  computing  prevailing  wage  rates.  We 
have  concluded  that  the  methods  employed  are  sound  with  re- 
spect to  statistical  sampling  technique,  but  that  subsequent 
application  of  the  data  produces  results  at  an  error  level 
which  may  not  be  acceptable  for  purposes  of  the  City’s  salary 
standardization  procedure.  We  have  further  concluded  that 
the  use  of  the  special  construction  survey  may  overstate  the 
wage  data  for  six  crafts  and  trades  classes  of  City  employees 
(metal,  carpenter,  electrical,  painter,  plumbing  and  laboring) 
because  the  data  may  reflect  seasonal  wages  rather  than  pre- 
vailing wages  for  full-time,  continuous  employment. 


The  Civil  Service  Commission  has  considerable  discretion  and 
flexibility  in  establishing  wage  and  salary  increases  for 
public  employees.  Despite  the  strict  mathematical  formula 
prescribed  in  the  Charter  for  establishing  prevailing  wage 
rates,  this  discretion  is  available  through  the  selection  of 
benchmark  classes,  for  which  wage  data  is  collected  which  pro- 
vide the  bases  for  making  wage  increase  recommendations  for 
all  miscellaneous  employees,  and  through  the  use  of  internal 
adjustments,  by  which  wages  for  particular  classes  can  receive 
a greater  increase  than  the  increase  for  the  benchmark  to  which 
those  classes  are  tied.  In  terms  of  selection  of  benchmarks , 
which  are  "key  classes"  within  occupational  groupings,  the 
Civil  Service  Commission  can  select  any  number  and  can  drop  or 
add  benchmarks  at  any  time.  For  example,  the  Civil  Service 
staff  recommended  that  the  position  of  1706  Telephone  Operator 
be  used  as  a benchmark  class.  The  results  of  the  1978-79  staff 
survey  for  1,112  telephone  operator  positions  disclosed  that 
no  salary  increase  was  warranted  for  the  City’s  telphone  oper- 
ators. However,  the  Civil  Service  Commission  did  not  accept 
the  staff’s  survey  results  and  instead,  based  on  testimony  by 
representatives  of  the  telephone  operators , voted  to  link  the 
the  1706  telephone  operator  class  to  the  clerical  benchmark 
which  was  recommended  by  staff  for  an  11.5%  salary  increase. 
This  resulted  in  recommended  increased  salary  costs  of  approx- 
mately  $121,000  at  the  top  step. 


The  Commission's  guidelines  for  granting  internal  adjustments 
do  not  appear,  in  some  cases,  to  be  internally  consistent. 

For  example,  Commission  guidelines  for  granting  internal  adjust- 
ments include  preserving  historical  relationships  among  classes 
and  reducing  recruitment  problems.  Using  these  two  guidelines, 
an  argument  could  be  made,  based  on  the  goal  of  maintaining 
historical  relationships , to  increase  the  salaries  for  one 
class  because  of  recruitment  difficulties  for  another  class. 
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Furthermore , these  guidelines  may  have  little  relevance 
to  the  goal  stated  in  the  Charter  of  paying  prevailing 
wages  to  City  employees.  Internal  adjustments  recommend- 
ed by  the  Civil  Service  Commission  totalled  approximately 
$2  million  which  represents  20.6%  of  the  total  wage  in- 
crease for  miscellaneous  employees  originally  recommended 
by  the  Commission.  The  time  period  for  consideration  of 
these  internal  adjustments  by  the  Civil  Service  Commission 
and  staff  is  approximately  two  weeks.  This  time  allotment 
for  consideration  of  items  representing  over  20%  of  the 
total  financial  impact  of  the  salary  standardization  package 
seems  unreasonably  compressed  relative  to  the  volume  of 
information  which  must  be  considered  and  the  potential  im- 
pact on  decisions. 


The  Civil  Service  Commission  has  linked  City  classes  with 
similar  work  content  to  different  benchmark  classes  that 
vary  in  recommended  salary  increases.  These  linkages  have 
produced  recommendations  for  different  salary  increases  for 
comparable  classes  of  positions.  The  most  extensive  examples 
of  inconsistency  exist  in  the  Clerical  benchmark  and  Admin- 
istrative Analyst  benchmark.  Secretarial  positions  of 
similar  work  content  and  qualifications  have  been  tied  to 
both  benchmark  classes.  These  two  benchmark  classes  were 
recommended  for  different  wage  increases.  Therefore,  classes 
with  similar  work  content  and  qualifications  which  are  tied 
to  these  two  benchmarks  were  recommended  for  different  wage 
increases.  In  a related  matter,  some  classes  are  tied  to 
benchmarks  which  have  duties  and  qualifications  which  are 
unrelated  to  those  benchmarks.  For  example,  the  2710 
Residence  Manager  class  is  tied  to  the  2708  Custodian  bench- 
mark but  has  no  cleaning  responsibilities.  Similarly,  the 
Project  Coordinator  of  the  Neighborhood  Youth  Corps  and  the 
Project  Director  of  the  Neighborhood  Youth  Corps  classes  are 
tied  to  the  Clerical  benchmark  although  these  two  classes 
require  no  clerical  responsibilities. 


The  Civil  Service  Commission  has  made  inaccurate  comparisons 
in  the  salary  survey  for  City  clerical  personnel.  The  San 
Francisco  clerical  benchmark  is  the  1444  Clerk  Stenographer 
position.  This  position  was  compared  to  intermediate  steno- 
grapher positions  in  Bay  Area  public:  jurisdictions  and  to 
private  secretary  positions  in  the  private  sector.  These 
positions  were  found  to  have  significantly  greater  responsi- 
bilities and  duties  than  the  1444  Clerk  Stenographer  in  San 
Francisco.  The  1444  Clerk  Stenographer  was  found  to  be 
comparable  to  the  entry  level  rather  than  to  the  intermediate 
level  stenographer  position  in  other  Bay  Area  jurisdictions. 
Based  on  the  comparison  with  private  secretary  and  inter- 
mediate level  stenographer  positions,  the  Civil  Service  Com- 
mission recommended  a salary  increase  for  clerical  positions 
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of  11.5%  which  totalled  $3.2  million  for  the  3,155 
positions  which  are  tied  to  the  clerical  benchmark. 

If  the  1444  Clerk  Stenographer  had  been  compared  with 
the  entry  level  stenographer  positions,  however,  no 
increase  would  have  been  warranted  by  the  survey 
data.  Therefore,  $3.2  million  in  wage  increases  which 
had  been  recommended  by  the  Civil  Service  Commission 
for  clerical  employees  was  not  based  on  the  principle 
of  comparable  pay  for  comparable  work  as  required  by 
the  Charter. 


Some  Civil  Service  Commission  wage  and  salary  recommenda- 
tions for  1978-79  are  inconsistent  with  the  Charter  in 
terms  of  requirements  that  (1)  comparable  pay  be  provided 
for  comparable  work  and  (2)  a comprehensive  survey  of  Bay 
Area  wages  be  conducted  for  all  benchmark  classes.  The 
Bureau  of  the  Budget  found  cases  where  classes 
with  comparable  duties,  responsibilities  and  skill  require- 
ments receive  different  wage  rates  and  are  tied  to  different 
benchmarks  which  received  different  recommended  salary  in- 
creases. For  example,  two  recently  created  confidential 
secretary  classes  (1522  Confidential  Secretary  to  the  City 
Attorney  and  1516  Confidential  Secretary  to  the  Superintendent 
of  the  San  Francisco  Community  College  District)  are  tied  to  dif- 
ferent benchmarks  (1822  Administrative  Analyst. and  1444  Clerical) 
and  have  a 6.8%  differential  in  pay.  We  also  found  that  although 
the  Charter  requires  that  a comprehensive  survey  be  conducted 
for  each  designated  benchmark  class,  no  survey  was  conducted 
for  the  2275  Assistant  Resident  I benchmark  class.  Instead, 
the  recommended  wage  for  this  class  was  based  on  a contract 
rate  established  by  U.  C.  Medical  Center.  Use  of  this  con- 
tract rate  has  the  effect  of  comparing  this  benchmark  to  it- 
self instead  of  to  comparable  data  from  other  Bay  Area  juris- 
dictions. Six  other  classes  and  187  positions  are  tied  to 
this  benchmark  for  purposes  of  the  wage  and  salary  survey. 


Over- representation  of  Los  Angeles  positions  in  the  San 
Francisco  wage  and  salary  survey  inflates  the  amounts  of 
adjustments  in  San  Francisco  salaries  by  an  estimated 
$420,000  annually.  The  Charter  permits  the  Civil  Service 
Commission  to  collect  data  on  wages  from  outside  the  Bay 
Area  when  data  on  Bay  Area  employments  are  insufficient 
to  provide  valid  bases  for  determining  the  prevailing  salary 
rates.  Wage  data  used  by  the  Civil  Service  Commission  from 
outside  the  Bay  Area  is  predominantly  from  Los  Angeles. 
Salaries  for  Los  Angeles  positions  are  typically  higher  than 
for  the  positions  of  other  employers  throughout  the  State. 

Los  Angeles  salaries  used  in  the  salary  and  wage  survey  were 
greater  than  San  Francisco  salaries  for  comparable  positions 
by  an  average  of  7.2%  in  17  out  of  18  instances.  By  compari- 
son, salaries  in  9 other  Southern  California  jurisdictions 
surveyed  by  the  Civil  Service  Commission  averaged  3.3%  lower 
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than  San  Francisco  salaries  and  salaries  in  2 Central 
California  jurisdictions  surveyed  by  the  Civil  Service 
Commission  averaged  10.5%  lower  than  San  Francisco 
salaries.  The  Civil  Service  Commission  and  staff  have 
not  established  a well-defined  policy  to  guide  their 
selection  of  salary  data  from  outside  of  the  Bay  Area. 
The  fiscal  impact  of  using  Los  Angeles  data  in  the  cur- 
rent manner  was  a recommended  addition  of  $420,000 
annually  to  City  payroll  costs  by  the  Civil  Service 
Commission. 


The  Civil  Service  Commission  has  followed  practices  which 
produce  wage  relationships  among  various  San  Francisco 
classifications  which  are  inconsistent  with  wage  relation- 
ships among  similar  classifications  in  the  private  sector. 
The  Civil  Service  Commission  does  not  collect  data  on  wage 
relationships  in  the  annual  salary  and  wage  survey.  Com- 
parisons of  wage  relationships  in  San  Francisco  with  wage 
relationships  in  the  private  sector  as  reported  by  the  Bay 
Area  Salary  Survey  Committee  (BASSC)  indicate  several  in- 
stances in  blue  collar,  clerical  and  professional  groups 
where  wage  relationships  within  the  groups  are 
inconsistent.  For  example,  wages  for  drivers  of  light  and 
medium  trucks  are  10%  below  a selected  benchmark  in  the 
BASSC  data  and  6%  above  a comparable  benchmark  in  San 
Francisco.  As  another  example,  wages  for  junior- level  at- 
torneys are  30%  above  a selected  benchmark  in  the  BASSC 
data  but  63%  above  a comparable  benchmark  in  San  Francisco, 
These  comparisons  demonstrate  a high  probability  that  wage 
rates  among  San  Francisco  classes  do  not  consistently  re- 
flect prevailing  Bay  Area  rates  as  required  by  the  Charter, 
The  inconsistency  of  wage  relationships  can  substantially 
alter  the  wage  recommendations  for  particular  classes. 


The  City  Attorney's  interpretation  of  Charter  Section  8.407 
has  produced  a cumbersome  meet  and  confer  process  between 
employee  organizations  and  the  Employee  Relations  Division 
of  the  Board  of  Supervisors.  Section  8.407  of  the  Charter 
provides  a set  procedure  by  which  working  condition  benefits 
are  granted  to  public  employees  by  the  Board  of  Supervisors. 
This  procedure  requires  that  working  condition  benefits  be 
provided  only  if  the  specific  benefits  are  available  to 
50%  or  more  of  the  public  employees  in  the  Bay  Area.  How- 
ever, the  City  Attorney  has  ruled  that  this  section  of  the 
Charter  applies  only  to  "hazard  duty  benefits".  Therefore, 
all  other  benefits  are  subject  to  negotiation  between  employ- 
ee organizations  and  the  Employee  Relations  Division  of  the 
Board  of  Supervisors  even  if  these  benefits  are  not  available 
to  50%  or  more  of  the  public  employees  in  the  Bay  Area. 

During  the  period  between  January  and  March,  1978,  over  200 
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separate  requests  for  additional  employee  benefits  with 
an  estimated  additional  cost  of  $190  million  were  sub- 
mitted to  the  Employee  Relations  Division  for  negotiation. 
Many  of  these  issues  required  complex  and  detailed  analysis. 
In  the  estimation  of  the  Chief  Labor  Negotiator  of  the 
Employee  Relations  Division,  only  a small  fraction  of  these 
benefits  are  available  to  50%  or  more  of  all  public  employ- 
ees in  the  Bay  Area.  If  the  Board  of  Supervisors  could 
only  provide  those  benefits  which  are  available  to  50%  or 
more  of  Bay  Area  public  employees,  a substantial  portion 
of  the  negotiations  which  now  take  place  would  not  be  nec- 
essary since  the  Board  of  Supervisors  would  not  have  the 
authority  to  grant  many  of  the  benefits  requested  by  employ- 
ee organizations. 


As  a result  of  our  audit,  we  are  making  several  recommendations  for 
modifications  to  the  Charter  and  also  for  modifications  in  existing 
Civil  Service  procedures. 

We  recommend  that  the  Board  of  Supervisors  submit  a Charter  amend- 
ment to  the  electorate  that  will: 

Place  the  authority  over  establishing  the  appropriate  wage 
rates  for  public  employees  with  the  Board  of  Supervisors  and 
render  the  annual  Civil  Service  Commission  wage  and  salary 
surveys  advisory  in  that  the  Board  of  Supervisors  would  have 
the  power  to  reduce  all  recommended  wage  increases  by  a 
uniform  amount.  This  authority  would  cover  wage  recommenda- 
tions for  all  employees  and  therefore  would  require  that 
salary  surveys  for  uniformed  personnel  in  the  Police  and 
Fire  Departments  and  for  MUNI  drivers  be  completed  approxi- 
mately 6 months  earlier  than  is  now  the  case. 


Eliminate  wording  referring  to  medians  and  midpoints  and  sub- 
stitute wording  that  would  require  the  Civil  Service  Commis- 
sion salary  recommendations  to  be  based  on  the  maximum  recom- 
mended step.  This  recommended  maximum  would  be  derived  from 
a weighted  average  of  the  maximum  wages  paid  in  other  juris- 
dictions, adjusting  the  weights  and  maximums  of  those  other 
jurisdictions,  as  necessary,  to  exclude  employments  which 
represent  extremes  in  private  sector  salary  data  and  to  in- 
clude maximum  pay  rates  which  would  be  achievable  during  a 
period  of  time  comparable  to  the  normal  time  required  to 
progress  from  the  minimum  to  the  maximum  step  in  the  public 
jurisdictions  surveyed. 


Require  that  the  relative  weight  of  private  sector  data  not 
exceed  the  weighting  for  public  j urisdiction  data  acquired 
for  a single  benchmark  classification.  The  Charter  amendment 
should  specify  that  construction  salary  data  for  crafts  and 
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trades  should  not  be  included  unless  verification  can 
be  obtained  that  these  wages  represent  average  total 
full  time,  full  year  equivalent  wages  for  continuous 
employment  for  periods  in  excess  of  one  year. 


Sever  all  internal  adjustments  from  the  salary  standard- 
ization ordinance.  Instead  a complete  package  of  all 
internal  s.alary  adjustments  should  be  submitted  to  the 
Board  of  Supervisors.  Each  internal  adjustment  could  be 
reviewed  for  possible  reduction  by  the  Board  of  Super- 
visors . 


Specify  that  "working  condition  benefits"  refers  to  all 
benefits  other  than  those  benefits  which  are  specifically 
provided  in  the  Charter.  This  Charter  amendment  would 
mean  that  the  only  benefits  which  could  be  negotiated  by 
the  Employee  Relations  Division  of  the  Board  of  Super- 
visors would  be  those  benefits  which  are  available  to  50% 
or  more  of  Bay  Area  public  employees. 


We  recommend  that  the  Civil  Service  Commission  take  the  following 
actions : 


Direct  staff  to  establish  precise  guidelines  for  selecting 
benchmark  classes  and  allocating  classes  to  benchmarks , and 
adopt  those  guidelines  as  Civil  Service  policy. 


Adopt  precise  guidelines  for  recommending  internal  adjust- 
ments which  are  consistent  with  the  Charter's  provision 
that  prevailing  wages  be  paid  to  City  employees. 


Establish  specific  procedural  guidelines  which  will  assist 
staff  in  identifying  families  of  positions  which  can  be 
grouped  together  under  one  benchmark  class. 


Select  a clerical  benchmark  for  which  data  exists  on 
comparable  positions  in  the  public  and  private  sector. 


Conduct  comprehensive  wage  surveys  for  all  benchmark 
positions . 


Insure  that  all  comparable  classes  are  tied  to  single 
benchmarks  so  that  recommendations  based  on  the  wage  and 
salary  surveys  have  an  equal  effect  on  comparable  classes 
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Insure  that  comparable  wages  are  paid  to  City  classes 
with  comparable  duties  and  responsibilities. 


Adopt  a policy  which  defines  criteria  for  the  selection 
of  out-of-Bay  Area  public  employers  for  inclusion  in 
salary  and  wage  surveys  when  Bay  Area  data  does  not  pro- 
vide an  adequate  basis  for  the  determination  of  prevailing 
salaries  and  wages.  This  policy  should  require  that  data, 
when  available,  reflecting  Central  and  Northern  California 
public  employers  be  included  in  surveys  and  that  the  data 
collected  from  Southern  California  not  be  dominated  by 
data  from  Los  Angeles. 


Adopt  a policy  under  which  the  annual  salary  and  wage 
survey  will  include  a survey  of  wage  relationships.  Such 
a survey  should  be  partially  updated  annually  so  that  all 
classifications  would  be  reviewed  every  five  years. 


We  estimate  that  the  implementation  of  our  recommendations  will 
produce  payroll  savings  for  the  City  and  County  of  at  least  $7.2 
million  annually.  This  estimate  is  based  on  the  amount  of  savings 
which  would  have  been  available  from  the  1978-79  wage  recommendations 
for  miscellaneous  employees  by  the  Civil  Service  Commission  and  repre- 
sents 38%  of  the  total  amount  of  those  recommended  increases.  The 
estimate  does  not  include  potential  reductions  in  recommended  in- 
creases for  uniformed  personnel  in  the  Police  and  Fire  Departments 
and  for  MUNI  drivers.  Also,  the  estimate  does  not  include  any  actions 
which  the  Board  of  Supervisors  might  take  to  make  uniform  reductions 
in  the  wage  increases  recommended  by  the  Civil  Service  Commission  or  to 
reduce  specific  internal  adjustments  recommended  by  the  Commission. 

In  addition  to  the  potential  savings  that  we  have  identified,  we 
believe  that  the  implementation  of  our  recommendations  will  strengthen 
the  Charter's  provision  that  comparable  pay  be  provided  for  comparable 
work.  Also,  the  implementation  of  our  recommendations  will  provide 
the  Board  of  Supervisors  with  authority  over  the  general  level  of 
public  employee  wage  increases  without  subjecting  decisions  on  increases 
for  specific  individuals  or  classes  to  the  political  arena. 

In  general,  the  Civil  Service  Commissioners  and  staff  cooperated  fully 
with  our  efforts  in  the  conduct  of  this  management  audit.  Their 
information  and  accessibility  has  been  a valuable  asset  to  our  staff. 

Draft  copies  of  this  report  were  submitted  to  the  Civil  Service  Com- 
mission and  staff  on  Friday,  July  14,  1978.  An  exit  conference  was  held 
with  the  Civil  Service  staff  and  one  Civil  Service  Commissioner  on 
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July  18  to  discuss  our  findings.  A written  response  to  our 
management  audit  report  was  requested  within  5 working  days  in 
accord  with  the  policy  of  the  Board  of  Supervisors.  The  General 
Manager,  Personnel,  of  the  Civil  Service  Commission  agreed  to 
Tuesday,  July  25,  as  the  response  date.  However,  on  July  25  the 
General  Manager,  Personnel,  informed  the  Bureau  of  the  Budget  that 
the  written  response  would  be  delayed  for  an  indefinite  period. 

On  July  26,  1978  the  Bureau  of  the  Budget  received  notification  (see 
attached  letter) from  the  General  Manager,  Personnel  that  the  Civil 
Service  Commission  staff  will  issue  a response,  separate  from  our 
management  audit  report,  at  the  time  our  report  is  to  be  released 
by  the  Legislative  and  Personnel  Committee. , Detailed  working  papers 
supporting  our  findings  and  recommendations  are  available  for  the 
review  and  inspection  of  all  interested  parties. 


Respectfully  submitted, 

/V^7^7  7t97* 

HARVEST  M.  ROSE 
Budget  Director  and  Analyst 
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City  and  County  of  San  Francisco 


Civil  Service  Commission 


July  26,  1978 


Mr.  Harvey  Rose 
Budget  Analyst 
Board  of  Supervisors 
235  City  Hall 
San  Francisco,  CA  94102 

Dear  Mr.  Rose: 

As  you  know  the  staff  of  the  Civil  Service  Commission  Personnel 
Department  was  given  approximately  seven  days  to  respond  to  the  Budget 
Bureau's  Report  on  salary  standardization.  It  is  my  understanding  that  an 
additional  two  days  were  given  in  excess  of  the  normal  time  limit.  Even 
with  this  additional  time,  our  response  will  not  be  immediately  available. 

The  Commission  staff  as  of  mid-afternoon,  July  26,  1978,  is  drafting 
a response  in  time  for  the  press  conference  which  we  understand  has  been 
scheduled  for  Thursday,  July  27,  at  10:00  a.m.  Copies  of  the  staff  response 
will  be  forwarded  to  the  Civil  Service  Commissioners  as  soon  as  it  is  com- 
plete. It  is  my  decision  that  the  staff's  response  will  be  filed  outside 
of  the  Budget  Bureau  Report  subsequent  to  that  conference. 
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Since  our  response  is  directed  to  the  draft  of  the  Budget  Bureau's 
preliminary  report,  we  will  undoubtedly  require  further  clarifications  from 
both  offices  as  they  relate  to  particular  comments  made  in  each  of  our  reports . 
I also  presume  that  the  Civil  Service  Commission  at  its  next  regular  meeting 
scheduled  August  7,  1978,  will  calendar  the  initial  report  of  the  Bureau  of 
the  Budget  and  any  revised  report  by  your  office  necessitated  by  our  response. 

I will  forward  any  information  or  clarification  you  require  resulting  from 
staff's  response. 
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Honorable  John  L.  Molinari 
Chairman,  Legislative  and  Personnel  dommittee 
Members  of  the  Civil  Service  Commission 
Albert  C.  Ambrose,  Division  Manager,  Personnel 


(415)  558-5524 


Room  151  City  Hall 


San  Francisco  94102 
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II.  FINDINGS  & RECOMMENDATIONS 


1.  Salary  increases  for  public  employees  are 
the  single  largest  incremental  cost  of. 
government  in  San  Francisco.  Under  existing 
Charter  requirements,  these  salary  increases 
cannot  be  modified  in  the  budgetary  process 
by  the  Board  of  Supervisors  unless  the  Civil 
Service  Commission  concurs  with  these  modifi- 
cations. 


2.  The  Civil  Service  Commission  recommended  15 

1978-79  maximum  pay  rates  for  3 classes  of 
San  Francisco  employees  which  are  higher  than 
the  average  maximum  pay  rates  provided  by  other 
Bay  Area  public  jurisdictions.  These  rates  are 
inconsistent  with  the  Charter  provisions  which 
require  that  City  wages  not  exceed  maximum 
prevailing  rates.  Adjusting  all  San  Francisco 
pay  rates  to  levels  which  are  consistent  with 
average  maximum  pay  in  the  Bay  Area  would  have 
reduced  the  Commission  recommendations  by 
$4-. 8 million. 

3.  Private  sector  salary  and  wage  data  applied  to  19 

26  of  the  75  benchmarks  under  the  guidelines  of 
Charter  Section  8.407  largely  determines  survey 
results,  increasing  costs  to  the  City  by  an  average 
of  44%  over  salaries  computed  from  public  jurisdictions 
alone- 


4.  The  Civil  Service  Commission  has  considerable  30 

discretion  and  flexibility  in  establishing 

wage  and  salary  increases  for  public  employees. 

5.  The  Civil  Service  Commission  has  linked  City  37 

classes  with  similar  work  content  to  different 
benchmark  classes  that  vary  in  recommended  salary 
increases . 

6.  The  Civil  Service  Commission  has  made  inaccurate  42 

comparisons  in  the  salary  survey  for  city  clerical 
personnel . 
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7.  Some  Civil  Service  Commission  wage  and  salary  48 

recommendations  for  1978-79  are  inconsistent 
with  the  Charter  in  terms  of  requirements  that 
(1)  comparable  pay  be  provided  for  comparable 
work  and  (2)  a comprehensive  survey  of  Bay  Area 
wages  be  conducted  for  all  benchmark  classes. 


8.  Salaries  for  Los  Angeles  positions  are  ■'  51 

typically  higher  than  for  the  positions 
of  other  employers  throughout  the  State. 

Over-representation  of  Los  Angeles 
positions  in  the  San  Francisco  wage  and 
salary  survey  inflates  the  amounts  of 
adjustments  in  San  Francisco  salaries  by 
an  estimated  $420,000  per  year. 


9.  The  Civil  Service  Commission  hfLs  followed  55 

practices  which  produce  wage  relationships 
among  various  San  Francisco  classifications 
which  are  inconsistent  with  wage  relationships 
among  similar  classifications  a.n  the  private 
sector. 


10-  The  City  Attorney's  interpretation  of  Charter  59 

section  8.407  has  produced  a cumbersome  meet 
and  confer  process  between  employee  organizations 
and  the  Employee  Relations  Division  of  the  Board 
of  Supervisors. 


IIX  ATTACHMENTS 


IV.  TECHNICAL  APPENDICES 
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INTRODUCTION 


Pursuant  to  the  request  of  the  Board  of  Supervisors  at  its 
March  24,  1978  meeting,  the  Bureau  of  the  Budget  has  conducted 
a management  audit  of  the  Civil  Service  Commission’s  salary- 
standardization  procedure  for  fiscal  year  1978-79.  The  scope 
of  this  audit  was  restricted  primarily  to  the  salary  standard- 
ization procedure  for  miscellaneous  employees.  The  1978-79 
salary  standardization  procedure  for  uniformed  personnel  in  the 
Police  and  Fire  Departments  and  for  Municipal  Railway  drivers  has 
not  yet  heen  completed.  The  audit  was  comprehensive  and  included 
reviews  of  all  pertinent  Charter  sections  and  City  Attorney's 
opinions,  reviews  and  verifications  of  all  pertinent  source  docu- 
ments, interviews  with  each  Civil  Service  Commissioner  and  key 
members  of  the  Civil  Service  staff,  contacts  with  the  State  Personnel 
Board,  Bureau  of  Labor  Statistics  and  the  Bay  Area  Salary  Survey 
Committee,  and  contacts  with  other  public  jurisdictions  in  the  Bay  Area. 

The  Civil  Service  salary  standardization  procedure  operates 
under  the  general  guidelines  of  sections  8.401,  8.404,  8.405  and 
8.407  of  the  Charter.  Section  8.401  generally  provides  that  City 
and  County  employees  (except  for  uniformed  personnel  in  the  Police 
and  Fire  Departments,  Municipal  Railway  drivers  and  certain  executive 
classes)  be  paid  "..  in  accord  with  the  generally  prevailing  rates  of 
wages  for  like  service  and  working  conditions  in  private  employment  or 
in  other  comparable  governmental  organizations  in  this  state”.  Seoul 
8.404  applies  to  Municipal  Railway  drivers  and  provides  that  their  wages 
shall  be  set  at  h level  which  shall  not  exceed  "..the  average  of  the 
two  highest  wage  schedules  in  effect  on  July  1st  of  that  year  for 

comparable  platform  employees  and  coach  or  bus  operators  of  other 
surface  street  railway  and  bus  systems  in  the  United  States 
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operated  primarily  within  the  municipalities  having  each  a 
population  of  not  less  than  500,000  as  determined  by  the  then 
most  recent  census".  Section  8.405  applies  to  uniformed  personnel 
in  the  Police  and  Fire  Departments  and  provides  that  their  wages 
shall  be  set  at  the  average  of  the  wages  paid  for  comparable 
employment  in  departments  serving  cities  of  350,000  population 
or  more.  Section  8.407  applies  to  all  employees  covered  by 
Section  8.401  and  provides  a set  procedure  and  a mathematical 
formula  by  which  wages  for  those  employees  will  be  set.  The 
procedure  requires  that  data  on  wages  paid  for  comparable  employ- 
ment be  collected  from  five  Bay  Area  counties  (Marin,  San  Mateo, 

Santa  Clara,  Alameda,  Contra  Costa)  and  the  10  most  populous  cities 
in  those  counties,  from  other  public  jurisdictions  in  the  Bay  Area 
(including  the  State  and  Federal  governments)  and  from  the  private 
sector.  If  Civil  Service  staff  determine  that  insufficient  data  exist, 
then  out-of-Bay  Area  data  may  he  acquired,  providing  the  jurisdiction 
surveyed  employs  35000  or  more  persons.  This  Charter  section  was 
created  as  the  result  of  the  passage  of  proposition  "D"  in  the 
November  2,  1976  election. 

Section  8.407  of  the  Charter  provides  the  basis  for  the  wage 
and  salary  survey  which  is  conducted  in  order  to  establish  wage 
rates  for  approximately  18,000  miscellaneous  City  and  County  employees. 
Miscellaneous  employees  include  all  City  and  County  employees  with  the 
exception  of  uniformed  personnel  in  the  Police  and  Fire  Departments 
and  Municipal  Railway  drivers.  Included  in  the  category  of  mis- 
cellaneous employees  are  craft  and  trades  classifications  and  non- 
certificated  personnel  in  the  Unified  School  and  Community  College 

Districts.  This  survey  is  based  on  "benchmark"classes  which  are  con- 
sidered to  be  "key  classes"  within  occupational  groupings.  (Attachment 
I lists  the  benchmark  classes  used  in  the  1978-79  survey.)  Survey  data  on 
wages  and  salaries  are  collected  for  positions  which  are  judged  to  be 


comparable  to  these  key  classes  in  other  jurisdictions  and  in  the 
private  sector.  These  data  are  used  to  determine  the  prevailing 

wage  for  specific  job  classifications.  If  the  prevailing  wage 
is  above  the  wage  paid  by  the  City  and  County,  then  a wage  increase 
for  the  affected  class  is  warranted.  If  the  prevailing  wage  is  below 
the  wage  paid  by  the  City  and  County,  then  no  wage  increase  is 
warranted. 

Each  benchmark  class  is  selected,  in  part,  because  it  can  be 
considered  to  be  representative  of  an  occupational  grouping.  A total 
of  75  benchmark  classes  have  been  selected  by  the  Civil  Service  Com- 
mission from  the  approximately  1,700  classes  in  the-  San  Francisco 
Civil  Service  system.  The  remaining  classes  are  tied  to  specific  bench- 
mark classes  for  purposes  of  the  salary  survey.  In  general,  if  the  wages 
of  a benchmark  class  are  recommended  for  an  increase,  all  classes  tied 
to  that  benchmark  would  be  recommended  for  a corresponding  increase. 
Similarly,  if  the  wages  of  a benchmark  class  are  not  recommended 
for  an  increase,  none  of  the  classes  tied  to  that  benchmark  class 
would  be  recommended  for  a wage  increase. 

The  wage  and  salary  survey  for  miscellaneous  employees  is  con- 
ducted by  the  Salary  Standardization  Division  of  the  Civil  Service 
staff.  This  division  consists  of  nine  professional  and  three  clerical 
positions.  The  procedure  for  conducting  the  1978-79  survey  was  as 
follows: 

1st  Week  September  Annual  Salary  Survey  begins  for 

Miscellaneous  Employees.  New  bench- 
mark classes  are  created  where  neces- 
sary. Data  collection  sheets  are 
updated  and  mailed  to  public  juris- 
dictions. Site  visits  are  scheduled 
as  required. 

September  15  - 30  Visits  to  public  jurisdictions  are 

conducted.  Data  collection  sheets  are 
returned  from  public  jurisdictions  and 
checked  for  accuracy. 

Bay  Area  Salary  Survey  Committee  begins 
collecting  data  from  the  private  sector 
in  the  Bay  Area  for  Miscellaneous  and 
Craft  employees. 
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Last  Week  October 


November  1-15 

Notice  regarding  requests  for 
changes  in  administrative  pro- 
visions of  the  Salary  Standard- 
ization Ordinance  are  prepared  and 
distributed  to  all  appointing 
officers,  employees  and  employee 
organizations . 

1st  Two  Weeks  December 

Complete  analysis  and  assembly  of 
survey  data. 

End  of  2nd  Week 
December 

Release  preliminary  salary  survey. 
Notices  distributed  to  employees  and 
employee  groups  regarding  procedure 
for  requesting  adjustments  to  recom- 
mendations and  related  public  hearing. 

3rd  Week  December 

Internal  adjustment  requests  analyzed 
and  incorporated  into  salary  recom- 
mendations where  appropriate. 

1st  Two  Weeks  January 

Post  and  otherwise  publicize  for  a 
period  of  two  weeks  the  proposed  salary 
schedules  and  a comparison  of  the 
existing  schedules. 

Civil  Service  Commis- 
sion Meeting  - Jan- 
uary 2 

Public  hearing  held  concerning  amended 
salary  recommendations  and  amended 
administrative  provisions  of  the  Salary 
Standardization  Ordinance. 

Civil  Service  Commis- 
sion Meeting  - 
January  9 

Regular  meeting  to  consider  recommenda- 
tions on  salary  and  administrative 
provisions . 

January  15 

Last  date  for  submission  to  the  Board 
of  Supervisors  of  changes  in  adminis- 
trative provisions  of  the  Annual  Salary 
Ordinance . 

January  16 

Submission  to  Board  of  Supervisors  of 
current  and  proposed  salary  schedules 
with  compilation  of  a summary  of  the 
data  and  administrative  provisions  of 
the  Salary  Standardization  Ordinance. 
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Last  Week  January 


Last  Week  January 
February  10 

Salary  and  Wage  Survey  book  (bench- 
mark book)  completed  and  distributed 
to  public  libraries , Board  of  Super- 
visors , department  heads  and  employee 
organizations  (not  including  updated 
wage  data) . 

Board  of  Supervisors  transmits  to  the 
Civil  Service  Commission  it's  proposed 
amendments  to  recommendations  of  the 
Commission. 

February  20 

Civil  Service  Commission  submits 
report  regarding  proposed  amendments 
to  the  Board  of  Supervisors . 

1st  Week  March 

Notice  sent  to  appointing  officers, 
personnel  officers  and  employee 
organizations  regarding  proposed 
changes  in  the  administrative  provi- 
sions of  the  Annual  Salary  Ordinance. 
Legislative  and  Personnel  Committee 
recommendations  submitted  to  the  full 
Board  of  Supervisors. 

March  13 

Final  updated  salary  data  and  final 
recommended  salaries  reflecting  changes 
in  BASSC  data  and  public  jurisdictions 
submitted  to  the  Board  of  Supervisors. 

April  1 

Last  date  for  Board  of  Supervisors  to 
adopt  salary  schedules  for  next  fiscal 
year. 

The  recommendation  made  "by  the  Civil  Service  Commission  as  a result 

of  this  process  totalled  $18.8  million  including  fringe  benefits 

($13.9  million  ad  valorem).  Separate  surveys  are  conducted  for  wage 
data  on  uniformed  personnel  in  the  police  and  fire  departments  of 
California  cities  with  over  350,000  population  and  public  transporta- 
tion drivers  serving  U.  S.  municipalities  with  populations  of  500,000 
or  more.  These  surveys  are  conducted  between  mid  June  and  mid  August 
For  1978-79,  the  estimated  recommended  increase  for  the  approximately 
5,100  employees  affected  would  have  been  approximately  $14  million. 

If  the  Mayor  and  the  Board  of  Supervisors  had  not  suspended  all 
pay  increases  for  public  employees  for  1978-79,  the  cumulative  effect 
of  the  wage  and  salary  surveys  conducted  by  the  Civil  Service 
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Commission  would  have  been  an  estimated  $32.8  million  ($27.9  million 
ad  valorem)  in  increased  City  payroll  costs.  The  state  of  emergency 
which  was  declared  as  a result  of  the  passage  of  Proposition  13 
temporarily  suspended  the  procedure  by  which  pay  raises  for  public 
employees  were  set.  In  addition,  SB  154  restricted  all  pay  raises 
for  employees  of  public  jurisdictions  receiving  emergency  State 
aid  to  no  more  than  the  pay  raise  granted  to  State  employees. 

(The  Legislature  approved  a 2.5%  pay  increase  for  State  employees 
but  this  increase  was  vetoed  by  the  Governor.) 

The  declaration  of  a state  of  emergency  by  the  Mayor  and 
Board  of  Supervisors  and  the  temporary  prohibition  of  local  pay 
increases  by  State  law  have  not  altered  the  Charter  sections  which 
prescribe  how  pay  increases  for  San  Francisco  public  employees 
are  determined.  Once  the  state  of  emergency  is  ended  and  the 

prohibition  of  SB  154  is  lifted,  the  Charter  sections  which  establish 
prevailing  rates  of  pay  for  City  public  employees  will  be  back  in 
force.  It  can  be  anticipated  that  the  results  of  a.  new  wage  and 
salary  survey  will  warrant  pay  increases  which  are  greater  than 
those  which  had  been  proposed  for  1978-79  due  to  the  effect  of 
deferring  pay  increases  for  one  year. 

The  President  of  the  Board  of  Supervisors  has  proposed  that 
systematic  management  audits  be  carried  out  in  each  major  City 
department  and  that  the  basic  government  be  restructured  into  a 
smaller  more  efficient  package  with  the  goal  of  an  overall  157, 
reduction  in  the  cost  of  San  Francisco's  government  by  1979-80.  The 
largest  single  ad  valorem  incremental' increase  in  City  spending  is  the 
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increase  in  employee  wages.  Therefore,  the  way  in  which  employee 
wage  recommendations  are  established  takes  on  an  added  importance. 

Any  major  change  in  the  salary  standardization  procedure  would 
necessarily  involve  a modification  of  the  Charter  in  order  to  clarify 
the  intent  of  Charter  sections  8.401,  8.404,  8.405  and  8.407  or 
change  the  impact  of  these  sections.  Given  the  passage  of  Propo- 
sition 13,  these  existing  Charter  sections  relating  to  wage  policy 
may  unnecessarily  restrict  the  flexibility  of  the  Board  of  Supervisors 
in  attempting  to  restructure  San  Francisco  government. 

In  conducting  this  management  audit,  the  Bureau  of  the  Budget 
focused  primarily  on  a review  of  the  wage  and  salary  survey  for 
miscellaneous  employees  conducted  under  the  guidelines  of  Charter 
Section  8.4-07.  For  the  purpose  of  this  review,  a sample  of  32  of  the 
75  benchmark  classes  used  by  the  Civil  Service  Commission  was 
selected  (see  Attachments  I and  II).  These  benchmarks  were  reviewed 
in  detail  to  determine  the  accuracy  and  adequacy  of  the  documentation 
on  which  the  wage  and  salary  survey  is  based.  Other  benchmark  classes 
not  included  in  the  sample  were  also  reviewed  on  a selected  basis. 

The  results  of  our  review  show  a general  compliance  with  Section 
8.407  of  the  Charter  which  establishes  the  guidelines  for  the  wage 
and  salary  survey.  With  few  exceptions,  we  found  the  data  collected 
to  be  complete  and  accurate  (the  exceptions  did  not  materially  af- 
fect the  recommendations  of  the  Civil  Service  Commission) . We 
also  found,  however,  that  in  interpreting  the  data, the  Civil  Service 
Commission  and  Civil  Service  staff  exercise  a considerable 
degree  of  discretion  under  the  Charter  which  materially  affects  the  Wage 
recommendations  made  for  certain  classes  and  groups  of 
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classes  of  employees.  In  general, the  exercise  of  this  discretion 
is  not  improper,  but  questions  can  be  raised  as  to  its  desirability 
given  the  goal  of  the  Charter  to  establish  prevailing  wages  by  a 
fixed  formula.  In  addition,  in  some  cases  the  Civil  Service  Commis- 
sion's exercise  of  discretion  under  Charter  Section  8.407  produces 
results  which  are  not  consistent  with  other  Charter  provisions 
in  Sections  8.400,  8.401  and  8.407  which  require  that  comparable 
pay  be  provided  for  comparable  work.  Our  review  has  also  disclosed 
that  the  intent  of  the  authors  of  Section  8.407  in  the  treatment 
of  fringe  benefits  has  not  been  realized  in  the  conduct  of  the 
wage  and  salary  survey.  Finally,  we  have  found  that  the  passage 
of  Proposition  13  has  created  a situation  where  the  removal  of  the 
setting  of  wage  rates  for  public  employees  from  the  normal  budgetary 
process  may  no  longer  be  appropriate  given  the  reduced  revenue 
resources  of  San  Francisco. 

As  a result  of  our  audit,  we  are  making  several  recommendations 
for  modifications  in  the  Charter  and  also  for  modifications  in 
existing  Civil  Service  procedures.  We  estimate  that  the  implementa- 
tion of  our  recommendations  will  produce  payroll  savings  for  the 
City  and  County  of  at  least  $7.2  million  annually*  and  will 
strengthen  the  Charter’s  provision  that  comparable  pay  be  provided 
for  comparable  work.  Implementation  of  our  recommendations  will 
also  provide  the  Board  of  Supervisors  with  authority  over  the 
general  level  of  public  employee  wage  increases  without  subjecting 
decisions  on  increases  for  specific  individuals  or  classes  to  the 
political  arena. 

* This  estimate  is  based  on  the  amount  of  savings  which  would  have 

been  available  from  the  1978-79  Civil  Service  Commission  recommenda- 
tions for  miscellaneous  employees  and  represents  3870  of  the  total 
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increase  recommended.  This  estimate  does  not  include  potential  re- 
ductions in  recommended  increases  for  uniformed  personnel  in  the 
Police  and  Fire  Departments  and  for  MUNI  drivers.  Also,  the  estimate 
does  not  include  any  actions  which  the  Board  of  Supervisors  might 
take  to  make  uniform  reductions  in  wage  increases  recommended  by  the 
Civil  Service  Commission. 


In  general,  the  Civil  Service  Commissioners  and  staff  cooperated 
fully  with  our  efforts  in  the  conduct  of  this  management  audit. 

Their  information  and  accessibility  has  been  a valuable  asset  to 
our  staff. 
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SALARY  INCREASES  FOR  PUBLIC  EMPLOYEES 
ARE  THE  SINGLE  LARGEST  INCREMENTAL  COST 
OE  GOYERLKENT  IN  SAL  FRANCISCO.  UNDER 
EXISTING  CHARTER  REQUIREMENTS THESE  SALARY 

increases  lcaM6t be  mqotfTId:  I nt IHER" BUDGETARY 

erocess'Iy  the"  board  of  supervisors  unless  the 

CiVTl  5EI^lCE''C(mlS5TPI!^^gDNCTRS,  WIIhiSsE 

MODIFICATIONS . 

The  proposed  wage  increases  for  all  City  employees  for 
1978-79  would  have  cost  an  estimated  $32.8  million  ($27-9 
million  ad  valorem).  This  salary  increment  was  the  largest 
single  ad  valorem  increase  in  the  1978-79  "budget  for  the  City 
and  County.  However,  this  salary  increase  was  not  considered 
as  part  of  the  normal  budgetary  process. 

The  Charter  requires  that  wages  for  City  employees  be 
established  in  conformity  with  the  results  of  wage  and  salary 
surveys  (Secs.  8.404,  8.405,  and  8.407  of  the  Charter.)  The 
Civil  Service  Commission  recommends  wage  rates  to  the  Board 
of  Supervisors  based  on  the  results  of  these  surveys.  The 
Board  of  Supervisors  can  raise  questions  about  the  accuracy 
and  validity  of  the  data  used  by  the  Civil  Service  Commission 
and  can  make  inquiries  regarding  the  Commission  recommendations, 
but  the  Board  of  Supervisors  cannot  alter  the  recommendations 
of  the  Commission  without  the  concurrence  of  the  Commission. 

Acting  independently,  the  Board  of  Supervisors  can  accept  or 
reject  the  Commission  recommendations  but  cannot  modify  them. 

If  the  Board  of  Supervisors  takes  no  action  on  Commission 

recommendations  prior  to  April  1 , no  wage  increases  for  the 

next  fiscal  year  would  be  provided  for  miscellaneous  City  employees. 

The  current  wage  and  salary  survey  for  miscellaneous  City 
employees  includes  wage  data  from  the  private  sector  as  well  as 
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from  public  jurisdictions.  As  is  demonstrated  elsewhere  in 
this  report  (see  pp.  19  - 29)?  the  effect  of  the  private  sector 
salary  data  is  generally  to  raise  wages  for  public  employees.  The 
purpose  of  using  this  private  sector  data  is  to  calculate  average 
wages  for  particular  types  of  employment  which  accurately  reflect 
all  employment  opportunities.  However,  the  private  sector  is  not 
subject  to  the  revenue  limitations  imposed  on  local  public  juris- 
dictions by  the  passage  of  Proposition  13- 

With  regard  to  salary  increases  for  public  employees  in 
San  Francisco,  the'  options  available  to  the  Board  of 
Supervisors  for  adjusting  these  significant  annual  costs  are 
limited  to  accepting  or  rejecting  the  recommendations  of  the 
Civil  Sarvice  Commission.  The  Civil  Service  Commission,  for 
its  part,  does  not  take  the  overall  cost  of  its  salary  recommenda- 
tions into  account.  Given  this  lack  of  overall  budgetary  control 
over  this  significant  cost  of  government,  it  may  be  appropriate 
to  incorporate  Wage  increase  decisions  into  the  budgetary  process. 
Such  an  incorporation  would  require  a change  in  Charter  sections 
dealing  with  establishing  wage  rates  for  all  City  employees 
including  uniformed  personnel  in  the  Police  and  Fire  Departments 
and  MUNI  drivers , 


Introducing  decisions  on  wage  increases  into  the  budgetary 
process  risks  subjecting  such  decisions  for  individual  employees 
and  groups  of  employees  to  the  political  arena.  In  order  to  protect 
employee  groups  and  the  Board  of  Supervisors  from  political  pressures, 
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the  authority  of  the  Board  of  Supervisors  could  he  limited  to 
making  uniform  decisions  on  the  total  pay  package  recommended 
hy  the  Civil  Service  Commission.  An  example  of  such  a uniform 
decision  would  he  an  across-the-hoard  percentage  reduction  for 
all  employees  from  the  wage  rates  recommended  hy  the  Civil 
Service  Commission. 

In  order  for  the  Board  of  Supervisors  to  he  able  to  consider 
wage  increases  in  the  normal  budgetary  process,  the  Civil  Service 
Commission  must  submit  all  recommended  increases,  including  those 
for  uniformed  personnel  in  the  Police  and  Pire  Departments  and 
for  MUNI  drivers,  before  .the  budget  is  adopted.  Currently  the 
salary  surveys  for  uniformed  personnel  in  the  Police  and  Pire 
Departments  and  for  MUNI  drivers  are  conducted  between  June  and 
August  following  the  adoption  of  the  budget  by  the  Board  of 
Supervisors.  If  the  Board  of  Supervisors  is  to  consider  all 
employee  wage  increases  as  part  of  the  normal  budgetary  process, 
the  results  of  the  salary  surveys  for  uniformed  personnel  in  the 
Police  and  Pire  Departments  and  for  MUNI  drivers,  and  the  Civil 
Service  Commission  recommendations  on  wage  increases  for  these 
employees,  would  need  to  be  made  available  to  the  Board  of 
Supervisors  at  approximately  the  same  time  that  similar  recommenda- 
tions are  now  made  for  miscellaneous  City  employees.  Such  a 
change  would  require  the  salary  surveys  for  uniformed  personnel 
in  the  Police  and  Pire'  Departments.'  and  for  MUNI’  drivers  to  be ' 
completed'  at  least  6 months  earlier  than  is  now  the  case. 
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CONCLUSION 


Currently,  decisions  on  wage  increases  for  public 
employees  are  not  made  as  a part  of  the  normal  "budgetary 
process.  In  order  to  increase  the  flexibility  of  the  Board 
of  Supervisors  in  its  efforts  to  reduce  the  cost  of 
government,  it  may  he  appropriate  to  incorporate  decisions 
on  wage  increases  for  all  City  employees  into  the  budgetary 
process. 

RECOMMENDATION 

We  recommend  that  the  Board  of  Supervisors  submit  a 
Charter  amendment  to  the  electorate  that  will  place  the  authority 
over  establishing  appropriate  wage  rates  for  public  employees 

with  the  Board  of  Supervisors  and  render  the  annual  Civil 
Service  Commission  wage  and  salary  surveys  advisory  in  that 
the  Board  of  Supervisors  would  have  the  power  to  reduce  all 
recommended  wage  increases  by  a uniform  amount.  This  authority 
would  cover  wage  recommendations  for  all  employees  and  therefore 
would  require  that  salary  surveys  for  uniformed  personnel  in  the 
Police  and  Fire  Departments  and  for  MUNI  drivers  be  completed 
approximately  6 months  earlier  than  is  now  the  case. 


BENEFIT 

Passage  of  such  a Charter  amendment  would  provide  flexibility 
to  the  Board  of  Supervisors  in  dealing  with  wage  increase  recom- 
mendations for  City  employees  from  the  Civil  Service  Commission. 
This  flexibility  could  be  used  to  reduce  the  cost  of  City 
government  without  subjecting  decisions  on  wage  increases 
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for  individual  employees  or  groups  of  employees  to 
the  political  process. 
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THE  CIVIL  SERVICE  COmiSSIOM  RECOI^MIEp  1978 -79 
wavt tm  pay  r a, TE S E ( )ti  S CT^SlS  OT  SAN  F5A NCIJ5CO 

EMPTIES  WHLf'H  AkK  HIGHER  'IHAH  THU  AVjjKA(jEZ 
” pay  HVl'Mti  fkWIHEim  WteR 

VUVMC ' TURISD'lrfrTn^  THESE  RATES  ARE  INCdN- 

REQUIRE  THAT  CITY  WAGES  EOT  EXCEED  HaIiMM  _ 
PREVAILING  RATES.  ADJUSTING  ALL  SAN  FRANCISCO 
PAY  RATES  TO  LEVELS  WHICH  ARE  CONSISTENT  WITH 
AVERAGE  MAXIMUM  PAY  IN  THE  BAY  AREA  WOULD  HAVE 
REDUCED" TEE  COMMISSION  REG OMMENDAT IONS  BY 
ft 4. 8 MILLION. 


Charter  Section  8.407  provides  "when  fixing  rates  of  compen- 
sation the  Board  of  Supervisors  shall  fix  basic  pay  rates  as  close 
as  reasonably  possible  to  prevailing  rates,  provided  however,  that 
the  Board  of  Supervisors  shall  not  set  the  maximum  rate  of  pay  for 
any  class  in  excess  of  the  maximum  prevailing  rate  for  that  class." 

The  Bureau  of  the  Budget  reviewed  the  1978-79  salary  recommen- 
dations for  conformity  with  this  provision  of  Section  8.407. 

This  review  disclosed  that  there  were  three  benchmarks  which 
received  recommendations  for  increases  where  the  maximum  salary 
under  the  recommendation  exceeded  the  maximum  paid  in  every  comparable 
jurisdiction.  The  recommendations  for  these  3 benchmarks  are 
inconsistent  with  the  Charter  provisions  that  require  that  City  wages 
not  exceed  maximum  prevailing  rates.  These  3 benchmarks  are  as  follows: 


Benchmark 

Class 

Recommended 

Maximum 

Highest 

Comparable 

Diff. 

Weighted 
Ave . 
of  Max. 

Diff. 

2444  Clinical  Lab-Tech, 

. $1, 707/mo. 

$1 , 683/mo . 

1.4% 

$1,657 

3.0% 

2450  Pharmacist 

2,143 

2,014 

6.4% 

1,995 

7.4 

2586  Health  Worker  II 

986 

967 

2.0% 

944 

4.4 
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These  excesses  resulted  from  the  fact  that  San  Francisco's 
5- step  20%  pay  range  has  a larger  percentage  increase  from  the 
entry  level  to  the  top  step  than  do  the  pay  ranges  of  many  of  the 
public  jurisdictions  surveyed.  For  example,  Alameda  County  has  a 
pay  range  of  9.1%  from  the  entry  level  to  the  top  step.  Because  of 
this  variation  in  pay  ranges,  the  maximum  pay  recommended  by  the 
Civil  Service  Commission  for  most  San  Francisco  benchmark  classes 
usually  exceeded  the  weighted  average  of  maximum  pay  from  the  other 
surveyed  jurisdictions.* 


*The  Charter  does  not  define  "maximum  prevailing 
rate."  The  prescribed  definition  for  "prevailing  rates 
of  wages"  is  based  on  a weighted  average  of  mid-point 
and  median  salaries  surveyed.  The  Bureau  of  the  Budget 
believes  that  "maximum  prevailing  rate"  should  be  defined 
in  terms  of  the  maximum  salaries  surveyed  for  purposes  of 
this  comparison. 

Unlike  most  public  jurisdictions  surveyed,  San  Mateo 
County  and  the  Federal  Government  have  broader  pay  ranges 
than  does  San  Francisco.  White  collar  Federal  workers 
progress  along  a 9-step  30%  pay  range.  Each  of  these 
steps  requires  one  year,  however,  and  in  most  cases 
Federal  workers  are  promoted  to  different  classifications 
(pay-grades)  before  reaching  the  upper  steps.  San  Mateo 
County  has  a 5-step  24.9%  range.  For  both  of  these  cases, 
the  Bureau  of  the  Budget  h.as  defined  "maximum  rate" 
as  that  rate  which  would  be  achievable  in  a time  which 
is  equivalent  to  the  time  required  to  reach  the  maximum 
pay  rate  for  San  Francisco  employees. 

For  blue  collar  employees,  the  5-step  20 % pay  range 
provided  by  San  Francisco  exceeds  the  pay  ranges  for  blue 
collar  employees  in  22  of  26  public  jurisdictions  surveyed. 
Therefore,  San  Francisco  pays  higher  salaries  at  the  top 
step  to  blue  collar  employees  than  most  other  public 
jurisdictions  in  the  Bay  Area.  The  norm  among  Bay  Area 
jurisdictions  for  wages  paid  to  blue  collar  employees  is  a 
10%  salary  range  which  requires  two  years  to  complete  between 
the  entry  level  and  the  maximum  step.  For  purposes  of 
defining  a "maximum  rate",  the  Bureau  of  the  Budget  has 
assumed  that  the  pay  range  for  blue  collar  employees  would 
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"be  reduced  from  the  current  20%  to  10%  between  the 
entry  level  and  the  maximum  step  and  that  normal 
promotion  to  the  top  step  of  this  range  would  require 
no  more  than  two  years. 


In  a related  situation,  private  wage  data  used  in  the  salary 
survey  excludes  extremes  in  salary  data.  However,  the 
estimated  number  of  employees  represented  by  the  extremes 
have  not  been  excluded.  Since  all  surveyed  wage  data 
is  weighted  to  reflect  the  number  of  positions  surveyed, 
retaining  all  the  private  sector  positions  surveyed , 
including  those  for  which  salary  data  has  been  excluded, 
over-emphasizes  the  weight  of  private  sector  wage  rates. 

In  the  private  sector,  wage  data  tends  to  be  higher  than 
public  sector  wage  data  for  San  Francisco.  Therefore, 
the  effect  of  over-emphasizing  the  weight  of  private  sector 
data  is  to  increase  the  average  prevailing  wage  rates 
produced  by  the  wage  and  salary  survey.  The  Bureau  of 
the  Budget  has  defined  "maximum  rate"  in  the  private  sector 
as  the  top  of  the  third  quartile  and  has  excluded  employments 
from  the  weighting  which  fall  outside  the  2nd  3rd  quartrles. 


If  San  Francisco  wages  for  all  San  Francisco  benchmark 
positions  were  based  on  the  average  maximum  prevailing  wages 
in  the  Bay  Area,  and  if  the  data  from  those  jurisdictions  with 
broader  pay  ranges  were  adjusted  to  reflect  time-in  service 
comparability  with  San  Francisco  ■ data,  and  if  private  employments 
which  are  excluded  from  the  wage  data  are  also  excluded  from  the 
weighting,  the  effect  on  wage  recommendations  for  San  Francisco 
benchmark  classes  would  be  as  follows:  Wage  recommendations  would 

have  been  increased  for  18  benchmarks;  wage  recommendations  would 

have  been  decreased  for  36  benchmarks;  wage  recommendations  would 

have  been  unchanged  for  18  benchmarks.  For  3 benchmarks  the  effect 

was  not  determinable.  The  net  fiscal  impact  of  these  known  changes 
would  have  been  a reduction,  in  the  salary  increases  recommended  for 
all  miscellaneous  City  employees  by  the  Civil  Service  Commission 
for  1978-79  by  $4.8  million. 


-17- 


CONCLUSION 


Adjusting  San  Francisco  pay  rates  to  levels  which  are 
consistent  with  average  maximum  pay  rates  in  the  Bay 
Area  would  have  reduced  the  Civil  Service  Commission 
recommendations  for  1978-79  wage  increases  by  $4.8 
million. 

RECOMMENDATION 

We  recommend  that  the  Board  of  Supervisors  submit  a 
Charter  amendment  to  the  electorate  to  amend  Section  8.407 
to  eliminate  wording  referring  to  medians  and  midpoints  and  tc 
substitute  wording  that  would  require  the  Civil  Service 
Commission  salary  recommendations  to  be  based  on  the 
maximum  recommended  step.  This  recommended  maximum 
would  be  derived  from  a weighted  average  of  the 
maximum  wages  paid  in  other  jurisdictions,  adjusting  the 
weights  and  maximums  of  those  other  jurisdictions, 
as  necessary,  to  exclude  employments  which  represent, 
extremes  in  private  sector  salary  data  and  to  include 

maximum  pay  rates  which  would  be  achievable  during 
a period  of  time  comparable  to  the  normal  time  required 
to  progress  from  the  minimum  to  the  maximum  step  in  the 
public  jurisdictions  surveyed. 

SAVINGS/BENEFIT 

Implementation  of  this  recommendation  would  establish 
San  Francisco  maximum  salaries  at  levels  which  are 
consistent  with  maximum  salaries  paid  by  other  Bay  Area 
public  jurisdictions  and  would  also  reduce  City  payroll 
costs  by  an  estimated  $4.8  million  from  the  level 
recommended  by  the  Civil  Service  Commission  for  1978-79. 
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PRIVATE  SECTOR  SALARY  AND  WAGE 
DATA  APPLIED  TO  26  OF  THE  75 
BENCHMARKS  UNDER  THE  GUIDELINES  ' 

OF  CHARTER  S E CTTolTT^^TyTI^R^rY 
DETERMINES  SURVEY  RESULTS,  INCREAS- 
ING COSTS  TO  THE  CITY  BY  AN  "AVERAGE 
OF  447o  OVER  SALARIES  COMPUTED  FROM 
PUBLIC  JURISDICTIONS  ALONE. 


The  inclusion  of  private  sector  wage  and  salary  data  is 
specifically  required  by  Charter  section  8.407.  The  Charter 
provides  that  : 

"The  Commission  shall  collect  private  basic  pay  rate 
data  from  recognized  governmental  Bay  Area  salary  and 
wage  surveys  of  private  employers  in  the  city  and  county 
of  San  Francisco,  Alameda,  Contra  Costa,  Marin,  San  Mateo 
and  Santa  Clara  counties.  The  data  collected  shall  be 
limited  to  rates  of  pay  and  salaries  actually  being  paid 
by  private  employers  for  like  work  and  like  service." 

The  language  of  section  8.407  precludes  the  City  from  conducting  its 

own  survey  of  private  sector  wages  in  the  opinion  of  the  City  Attorney 

(No.  77-5;  issued  Feb.  2,  1977).  In  the  same  letter  of  opinion,  the 

City  Attorney  concluded  that  the  Civil  Service  Commission  may  not, 

at  its  discretion,  "arbitrarily  ignore  data  in  one  survey  and  utilize 

possibly  more  favorable  data  in  another..."  but  that  the  commission 

may  refuse  "...to  utilize  data  which  it  determines  is  incomplete, 

misleading,  or  clearly  erroneous." 

The  Bay  Area  Salary  Survey  Committee  (BASSC)  provides  the  majority 
of  private  sector  data  utilized  by  the  City  in  its  salary  standardiza- 
tion process.  BASSC  survey  results  are  augmented  by  a special 
construction  industry  survey  for  selected  crafts  and  trades  classes, 
conducted  by  the  State  Personnel  Board.  The  special  construction 
industry  data  were  added  as  a result  of  court  action  taken  by  Local 
Union  No.  58  (United  Association  of  Journeymen  and  Apprentices  of 
the  Plumbing  and  Pipe  Fitting  Industry)  which  contends  that'  the 
City  must  "...use  other  recognized  governmental  surveys  for  designated 
craftsmen,  to  determine  as  fairly  as  possible  and  as  closely  as 
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possible  the  wages  paid  to  these  crafts  in  the  private  sector,  and  m 
so  surveying,  not  to  rely  exclusively  on  the  BASSO  survey."  These 
data  were  obtained  at  a cost  to  the  City  of  $9*000,  and  significantly 
influence  results  for  six  of  the  Crafts  benchmarks. 

The  BASSC  is  a 30- year  old  consortium  of  Bay  Area  public  agencies 
whose  membership  now  includes  representatives  from  28  jurisdictions 
including  the  City  and  County  of  San  Francisco.  Its  goal  is  to 
determine  "prevailing  rates  of  pay  " for  a large  sampling  of 
classifications  including  blue  collar  and  white  collar  as  well  as 
"professional  positions.  BASSC  employs  a benchmark  system  and  is 

considered  a "recognized  governmental  survey.  " By  formal  agreement, 
the  U.S.  Department  of  Labor  - Bureau  of  Labor  Statistics  (BLS)  provides 
the  California  State  Personnel  Board  with  data  for  the  BASSC  survey. 

The  BLS  acts  as  coordinating  agency  for  BASSC, and  the  State  Personnel 
Board  supplies  a director  and  senior  technician  for  assistance  to 
the  Committee.  Survey  costs  are  divided  among  committee  members.  Por 
the  1978-79  survey,  the  City  and  County  of  San  Francisco  contributed 
its  share  of  survey  costs  by  providing  the  services  of  two  persons 
as  data  collectors  for  a two  week  period.  BASSC  survey  results  are 
originally  published  in  October  of  each  year  and  updated  in  the 
following  March. 

The  BASSC  survey  reports  provide  benchmark  job  descriptions, 
number  of  firms  surveyed,  a weighted  estimate  of  the  number  of 
positions  in  the  Bay  Area  for  each  benchmark  and  descriptive  statistics 
of  salaries  paid.  Names  of  the  firms  surveyed  are  not  provided. 
Confidentiality  of  data  sources  is  deemed  necessary  in  order  to 
assure  the  cooperation  of  private  industry.  Therefore  it  is  not 

possible  to  verify  the  salary  data  provided  by  BASSC. 
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BASSO  surveys  a total  of  50  'benchmark  classes  in  the  private 
sector.  The  Civil  Service  Commission  utilizes  BASSC  data  for 

24  "benchmarks,  representing  665  classifications  (45.5%  of  total 

City  classifications)  and  9,827  positions  ( 55%  of  total  miscellaneous 

City  .positions) . A 25th  Benchmark  (1952  Purchaser,  7 classes  and  22 
positions)  incorporated  BASSC  private  data  for  the  initial  1978-79 
survey  hut  did  not  include  private  data  in  the  updated  survey. 
Additionally,  BASSC  data  were  augmented  hy  the  special  construction 
industry  survey  for  6 Crafts  Benchmarks  representing  151  classes  and 
1,408  positions.  Two  additional  Benchmark  classifications  (1466  Meter 
Reader  and  7564  Powerhouse  Operator)  also  included  private  sector  data. 
Salary  and  wage  data  for  these  two  positions  were  obtained  by  San 
Francisco  Civil  Service  Commission  staff  assigned  to  the  BASSC  survey 
team  for  the  specific  utilization  of  the  San  Francisco  Wage  and  Salary 
Survey. 

The  26  Benchmarks  using  salary  data  from  private  sector  positions 
also  include  salary  data  from  some  public  sector  positions.  However, 
of  the  total  positions  surveyed  for  these  26  Benchmarks,  73%  are  from 
the  private  sector  and  27%  are  from  the  public  sector.  As  a result, 
the  determination  of.  prevailing  rates  of  pay  for  these  Benchmarks 
is  overwhelmingly  dominated  By  private  data.  For  25  of  the  26 
Benchmarks,  the  inclusion  of  private  data  increased  derived  salary 
mid-points;  for  5 of  the  26  Benchmarks  the  use  of  private  data 
resulted  in  decreased  salary  mid-points  from  that  which  would  have 
Been  determined  using  data  from  public  jurisdictions  alone.  Of  the 

25  Benchmarks  for  which  survey  results  were  increased  due  to  the  use 
of  private  data,  6 Benchmarks  did  not  receive  recommendations  for 
salary  increases  since  their  1977-78  salaries  were  already  higher  than 
1978-79  salary  survey  data. 
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If  the  1978-79  Salary  Standardization  Ordinance  had  "been 
implemented,  the  total  ad -valorem  cost. to  the  -Gity  due  to- 
salary  increases  (not  including  non-certificated  Unified  School 
District  and  Community  College  District  positions)  would  have 
amounted  to’ approximately  |8 ,445,962,  ineluding  retirement  costs, 
for  the  26  benchmarks  and  related  classes  that  incorporated  the  use 
of  private  data.  Of  this  total,  $3,875,376  (46%  of  the  increased 

ad-valorem  costs  for  these  positions)  is  a direct  result  of  the  use 
of  private  sector  data.  In  other  words,  if  the  26  benchmarks  using 
private  data  had  relied  solely  on  public  sector  data  as  did  the 
remaining  49  City  benchmarks,  the  resulting  ad  valorem  costs  would 

have  been  reduced  by  more  than  $3.8  million.  If  the  relative  weight  of 
private  sector  data  were  reduced  so  that  it  did  not  exceed  the  weight 

of  public  sector  data,  a saving  of  $2  million  of  this  $3.8  million 

would  result.  — -I  - -HM1  I 

The  Bureau  of  the  Budget  has  conducted  an  examination  of  the 

survey  and  computational  methodology  employed  by  BASSC.  We  have 
concluded  that  the  methods  employed  are  sound  with  respect  to 
statistical  sampling  techniques  but  that  subsequent  application 
of  the  data  subjects  reported  results  to  an  error  level  that 
may  not  be  acceptable  for  purposes  of  the  City’s  salary  standard- 
ization ordinance.  BASSC  survey  results  (both  numbers  of  positions 
and  salary  data)  are  estimates  of  what  actually  exists  in  the  private 
sector  for  the  six  Bay  Area  counties.  The  City  and  County  of  San 
Francisco  is  the  only  public  jurisdiction  that  applies  BASSC  data 
in  a rigid  manner.  Other  jurisdictions  only  use  BASSC  survey  ' 
results  as  baseline  information  for  purposes  of  salary  negotiation. 
Appendix  I describes  the  BASSC  survey  methods  and  identifies  both 
reported  errors  of  estimation  and  sources  of  additional  error  from 
using  the  BASSC  data. 
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The  following  table  illustrates  the  net  effect  of  private 
sector  data  for  each  of  the  26  benchmark  classifications 
and  the  number  of  City  classes  and  positions  whose  salary 
rates  are  influenced  by  survey  results  from  the  private  sector. 
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Benchmark  Class 


No.  of  City  No.  of  City  in  Cost  to  city 

Glasses  Positions  Due  to  Private 

this  Benchmark  this  Benchmark  Salary  Data 


1 

1444  Clerical  and 
Related  Svcs. 

131 

3065 

# 1 

,488,766 

2 

1466  Meter  Reader 

5 

46 

50,789 

3 

1650  Accountant 

30 

385 

(75,770) 

4 

1706  Telephone  Oper.* 

10 

164 

47,946 

5 

1720  Data  Entry  Oper. 

8 

139 

48,591 

6 

1736  EDP  Equipment 
Operator 

15 

• 49 

(6,715) 

7 

1760  Offset  Machine 
Operator 

10 

30 

-0- 

8 

1770  Photographer 

3 

7 

5,517 

- 

1952  Purchaser 

(private  data  not  used  in 
survey  - see  text  below) 

update 

9 

2312  Liscenced  Voca- 
tional Nurse 

29 

937 

1 

,152,609 

10 

2320  Registered  Nurse 

24 

914 

583,706 

11 

2426  Radiologic  Tech- 
nologist II 

15 

117 

145,176 

12 

2444  Clinical  Lab 
Technician 

9 

21 

19,282 

13 

2450  Pharmacist 

4 

33 

83,391 

14 

2556  Physical  Thera- 
pist 

13 

52 

54,864 

15 

2708  Custodian 

34 

840 

110,612 

16 

5204  Assistant  Civil 
Engineer 

106 

643 

(245,282) 

17 

7334-  Stationary  Engr. 

23 

356 

110,441 

18 

7332  Metal  Trades  & 
Related 

18 

91 

9,852 

"1 706  Telephone  Operator  benchmark  combined  with  clerical  benchmark 
for  1978-79  salary  standardization. 
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Increase 

(Decrease) 

No.  of  City  No.  of  City  in  Cost  to  City 

Classes  Positions  Due  to  Private 

Benchmark  Class  This  Benchmark  This  Benchmark  Salary  Data 


19 

7544  Carpenter  & 
Related 

54 

20 

7545  Electrical  & 
Related 

52 

21 

7546  Painter 

6 

22 

7547  Pluinhing  & 
Related 

25 

25 

7555  Equipment  Oper. 
& Related 

21 

24 

7564  Powerhouse  Oper. 

5 

25 

7581  Automotive  Mech. 

29 

26 

7514  Laboring  & Related 

58 

675 


217 

-0- 

195 

192,575 

106 

-0- 

212 

67,855 

254 

-0- 

41 

51,591 

445 

-0- 

587 

-0- 

9 , 924  $ 5.87S.^7fi 
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The  Purchaser  benchmark  (#1952)  included  private  sector  data 
in  the  initial  computation  of  survey  results  for  the ■ survey  published 
in  January,  1978.  The  use  of  private  data  resulted  in  a reduction 
in  the  salary  mid-point  from  that  which  it  would  have  been  with  only 
public  Jurisdiction  data.  Representatives  of  the  Purchaser's 
benchmark  appealed  the  inclusion  of  private  salary  data  on  the 
basis  that  private  sector  purchasers  are  required  to  specialize 
by  types  of  goods  and  commodities  purchased  while  government 
purchasers  must  be  familiar  with  a broader  range  of  general  purchasing 
activities.  However,  the  Director  of  Purchasing  informs  the  Bureau 
of  the  Budget  that,  on  a functional  basis,  the  Purchasers  employed  by  the 
City  do  specialize- by  types  of  commodities’.'  By  not  including  private  data 
in  the  updated  Survey  conducted  ip  March,  1978,  the  resulting  increase  in 
salaried  for  the  Purchaser  benchmark  was  8.5%-  If  the  updated  private  data 
acquired  from  the  BASSC  survey  had  been  utilized  for  the  Purchasing  bench- 
mark the  salary  increase  would  have  been  3.4%.  The  additional  recommended 
cost  to  the  City  as  a result  of  this  change  amounted  to  $13,765  for  all 
classes  assigned  to  this  benchmark. 

The  addition  of  the  special  construction  industry  survey  for 
selected  crafts  and  trades  resulted  in  salary  increases  for  5 Crafts 
benchmarks.  Electrical  Trades  and  Related  positions  (195  iu  total) 
received  recommended  increases  of  $192,375-  Plumbing  and- Related 
positions  (212  in  total)  received  recommended  increases  of  $67,855- 
Maintenance  Mechanics  received  -small  recommended  increases  totalling 
$9,852  (for  91  City  positions).  These  recommended  increases , amounting 
to  $270,062  would  not  have  been  made  had  the  court-ordered  construction 
survey  data  not  been  included. 
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BASSO  survey  data  for  Crafts  benchmark  positions  were  acquired 
from  private  firms  that  employ  crafts  positions  on  a full  time  full 
year  basis.  The  seasonal  nature  of  construction  employment  raises 
a question  as  to  the  likelihood  of  full  time,  full  year  employment 
for  the  construction  positions  surveyed  in' the  special  construction 
survey.  As  a result,  construction  data  May  be  overstated  in  that  it 
may  not  accurately  reflect- prevailing  rates  of  pay  for  other  than 
short  terrn,  construction  related  employment  which,  when  averaged  over 
a one  year  or  longer  period,  may  be  less  than  full  time.  The  follow- 
ing table  illustrates  the  differences  for  crafts  salaries  acquired 
from  BASSO  and  those  acquired  from  the  special  construction  survey. 


BASSO  SPECIAL  CONSTRUCTION  SURVEY 

Number  Salary  Number  of  Salary 

Benchmark  Positions  Median (monthly ) Positions  MedianC^onthly) 


7332  Metal 
Trades  & Related 

675 

$1643 

58 

$1637* 

7344-  Carpenter 

24-9 

$1520 

1001 

$2027* 

734-5  Electrical 
& Related 

761 

$1586 

4-80 

$2332* 

734-6  Painter 

137 

11586 

316 

$2213* 

734-7  Plumbing  & 
Related 

175 

$1615 

168 

$2323* 

7514-  Laboring  & 
Related 

319 

$1276 

190 

$14-83* 

* Used  as  flat  rate  data  for  Civil  Service  computations 
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CONCLUSION  s 


When  private  sector  salary  data  are  entered  into  salary 
survey  computations , these  data  largely  determine  the  results 
of  the  survey  for  selected  benchmark  positions.  These  data 
are  estimates  and  are  not  intended  to  reflect  total  accuracy 
or  a complete  enumeration  of  positions  as  are  the  data  acquired 
from  public  jurisdictions  by  Civil  Service  staff.  Prevailing 
rate  determinations  and  salary  recommendations  by  Civil  Service 
Commission  are  increased  by  44%  for  26  benchmarks  due  to  the 
application  of  estimated  private  data. 

Prevailing  wage  rate  determinations  are  increased  as  a result 
of  using  private  data  for  23  of  26  benchmark  classifications, 
while  49  benchmarks  are  in  a relatively  disadvantaged  position 
since  their  wage  rates  are  set  by  public  jurisdiction  salaries 
alone . 

Although  reported  error  rates  for  BASSC  survey  results 
are  comparatively  low,  certain  assumptions  employed  in 
calculating  errors  of  estimation  are  questionable. (See  Appendix  I ) 

The  relative  weight  of  private  sector  data  is  too 
great  given  the  level  of  confidence  one  might  reasonably 
place  in  its  accuracy. 

RECOmEPPATION 

We  recommend  that  the  Board  of  Supervisors  submit  a charter 
amendment  to  the  electorate  requiring  that  the  relative  weight 
of  private  sector  data  should  not  exceed  the  weighting  for  public 
jurisdiction  data  acquired  for  a single  benchmark  classification. 
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The  Charter  amendment  should  specify  that  construction 
salary  data  for  crafts  and  trades  should  not  "be  included  unless 
verification  can  be  obtained  that  these  wages  represent  average 
total  full  time,  full  year  equivalent  wages  for  continuous  employ- 
ment for  periods  in  excess  of  one  year. 


SAVINGS /BENEFIT 

Equating  the  relative  weight  of  private  and  public 
salary  data  would  produce  a more  appropriate  balance  between 
the  cost  of  obtaining  labor  in  the  private  and  public  sectors 

would  prevent  the  overwhelming  influence  of  private'  salaries 
in  the  determination  of  prevailing  rates  of  pay. 

If  these  recommendations,  limiting  the  weighting  for 
private  salary  data,  had  been  applied  to  the  1978-79  salary 
standardization  .ordinance,  the  net  savings  in  terms  of  increased 
ad-valorem  costs  would  have  amounted  to  $2  million  of  the 
$3.8  million  increases  due  to  the  use  of  private  sector  data. 

The  inclusion  of  construction  wages  representing  full 
time,  average  yearly  salaries  will  prevent  the  artificial 
inflation  of  wage  recommendations  for  crafts  and  trades 
classifications . 
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THE  CIVIL  SERVICE  COMMISSION  HAS 
CONSIDERABLE  DISCRETION  AND  FLEXI- 
BILITY  IN  ESTABLISHING  WAGE  AND 
SALARY  INCREASES  FOR  PUBLIC  EMPLOYEES. 

The  passage  of  Proposition  "D"  in  the  1976  November  election 
added  Section  8.407  to  the  Charter.  This  Charter  section  specif ices 
the  procedure  for  establishing  wage  rates  for  all  miscellaneous 
public  employees.  A strict  mathematical  formula  is  prescribed 
which  includes  what  data  should  be  used  and  how  prevailing  wage 
rates  should  be  computed. 

The  Voter  Information  Pamphlet  for  the  November  1976  election 
described  this  new  Charter  section  as  a "definite  way  of  determining 
average  wages."  Proposition  "D"  was  supported  by  those  who  wished 
to  find  a precise  way  to  determine  average  wages  for  various 
types  of  work  so  that  City  salaries  could  be  set  at  those 
levels.  The  goal  of  this  new  process  for  determining  City  wages 
was  to  ensure  that  the  Charter  provision  requiring  that  salaries 
be  "in  accord  with  generally  prevailing  rates''  would  be  enforced  while 
at  the  same  time  wage  setting  decisions  would  be  removed  from  the 
political  process.  Since  Proposition  "D"  was  approved  by  63% 
of  the  voters,  it  can  be  assumed  that  the  voters  agreed  with  the 
goal  of  establishing  City  wages  according  to  a precise  formula- 
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In  spite  of  the  requirements  established  in  the  Charter 


as  the  result  of  the  passage  of  Proposition  "D",  the  Civil 
Service  Commission  has  a great  deal  of  discretion  under 
the  Charter  in  recommending  wage  rates  for  public’  employees. 

This  discretion  is  exercised  primarily  in  two. ways.  Fifst, 

the  Commission  selects: which  benchmark  classes  will  be 

surveyed  as  the  basis  for  making  recommendations  for  wage  increases 

for  all  classes  tied  to  those  benchmarks.  Second,  the  Commission 

recommends  "internal  adjustments"  which  increase  or  decrease  the 
recommended  wage  rate  for  specific  classes  as  determined  by  the 
benchmark  process.  The  benchmarks  selected  and  the  internal 

} fcL  . ' ’ _ ^ ~ ; 

adjustments  determine  the  wage  rates  tor  all  miscellaneous  employees  - 

Benchmark  Selection  

The  Civil  Service  Commission  can  select  any  number  of  bench- 
mark classes.  Theoretically  the  Commission  could  select  only 
one  benchmark  and  base  all  wage  recommendations  for  all  miscella- 
eous  employees  on  the  wage  data  collected  for  this  single  bench- 
mark. The  particular  benchmark  classes  that  are  selected  as  a 
basis  for  the  wage  and  salary  survey  can  have  a significant  impact 
on  the  recommended  wage  increases  for  a particular  class  or  group 
of  classes.  For  example,  the  Civil  Service  staff  recommended 
that  the  position  of  1706  Telephone  Operator  be  used  as  a bench- 
mark class.  A survey  of  this  class  was  conducted  based  on  what  the 
staff  considered  to  be  comparable  data  on  1,112  telephone  operator 
positions  in  the  private  sector  and  in  fifteen  Bay  Area  public 
jurisdictions.  The  results  of  this  survey  indicated  that  no  wage 
increase  was  warranted  for  San  Francisco  Telephone  Operators. 

However,  the  Civil  Service  Commission  did  not  accept  thd 
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wage  recommendations  by  staff  based  on  these  survey  results. 

Based  on  testimony  as  to  duties  and  responsibilities  presented 
before  the  Commission  by  representatives  of  the  telephone  operators, 
the  Commission  voted  to  link  the  1706  Telephone  Operator  class  to  the 
clerical  benchmark  which  had  been  recommended  by  staff  for  an 
11.5%  increase.  The  effect  of  this  decision  was  to  recommend 
increases  in  City  payroll  costs  by  approximately  $121,000  at  the 
top  step  for  this  class  and  for  two  directly  related  classes 
(Senior  Telephone  Operator  and  Chief  Telephone  Operator) . 


Internal  Adjustments 

In  the  initial  recommendations  made  by  the  Civil  Service 
Commission  in  January,  internal  adjustments  were  made  for  classes 
tied  to  29  different  benchmarks  out  of  total  of  75  benchmark 
positions  used.  The  dollar  impact  of  these  internal  adjustments 
was  an  increase  of  approximately  $2  million  in  the  City's  payroll 
costs.  This  increase  represented  20.6%  of  the  total  increase  of 
$9.95  million  which  was  recommended  at  that  time.  (This  increase 
refers  to  ad  valorem  costs  only.  Survey  updating  raised  the  total 
recommended  ad  valorem  increases  to  approximately  $13.9  million). 
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Through  interviews  with  Civil  Service  Commissioners  and 
staff,  the  Bureau  of  the  Budget  was  provided  with  various 
reasons  for  granting  internal,  adjustments.  Among  these 
reasons  are:  (1)  "to, .preserve  promotive  relationship  with  other 

classifications;  (2)  to  preserve  historical  relationships  among 
classes  which  are  tied  to  different  benchmarks;  (3)  to  compensate 
for  additional  duties;  (4)  to  provide  equity  between  classes; 

(5)  to  alleviate  recruitment  difficulties;  and  (6)  to  preserve 
internal  relationships  within  job  families  or  organizational  units. 
It  should  be  noted  that  such  goals  as  the  preservation  of  historical 
relationships,  the  provision  of  equity  and  the  preservation  af„ 
internal  relationships  between  classes  (reasons  #2  #4  and  #6  above) 
are  substantially  different  from  and  may  even  conflict  with  such 
goals  as  preserving' promotive  relationships,  corap  ins&t&B?*  <fior 
addition!  duties,  and  reducing' irecnuitflieht  prdbl^$t  (reasons  ’-#1 , 

#3  and  #5  above)  , Furifierraore all  of  these  goals  may  have  . 
little  relevance  to  the  goal  stated  in  the  Charter  of  paying 
prevailing  wages  to  City  employees. 
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When  the  Civil  Service  staff  provides  recommendations  to  the 
General  Manager  and  Commission,  the  financial  impact  of  internal 
adjustments  is  not  considered  within  the  scope  of  their  analyses. 

The  examination  of  various  appeals,  protests  and  requests  brought 
by  employee  groups  focuses  on  job  characteristics  (duties  and 
responsibilities  performed,  comparative  levels  of  difficulty, 
consequence  of  error,  etc.);  supervisory/subordinate  relation- 
ships; pay  differential  within  a promotional  series;  and 
issues  of  pay  parity.  Requests  for  adjustments  based  on 
parity  often  are  resolved  by  applicants  submitting  salary  data 
derived  from  surveying  other  public  jurisdictions.  In  these 
cases,  the  adjustment  occurs  as  a result  of  salary  data  acquired 
outside  the  benchmark  survey  process  and  results  in  salary  increases 
greater  than  those  supported  by  benchmark  data.  Conceivably, 
under  this  procedure,  any  employee  able  to  present 
comparable  data  from  other  jurisdictions  could  justify  an  increase 
above  and  beyond  the  benchmark  survey  results.  Appendix  II 
illustrates  several  types  of  internal  adjustment  requests  and 
the  basis  for  staff  recommendations. 

Internal  adjustments  included  in  the  salary  standardization 
package  are  subjected  to  staff  analysis,  recommendations  and  Civil 
Service  Commission  hearings  within  a two  week  time  period.  This 
time  allotment  for  consideration  of  items  representing  over  207o 
of  the  total  financial  impact  of  the  salary  standardization  package 
submitted  in  January  seems  unreasonably  compressed  relative  to  the 
volume  of  information  which  must  be  considered  and  the  potential 
impact  on  decisions.  Additional  internal  adjustments  are  reviewed 


and  submitted  to  the  Board  of  Supervisors  as  part  of  the  final 
salary  standardization  ordinance  which  must  be  approved  by  the 
Board  by  April  1 . 

CONCLUSION 

The  Civil  Service  Commission  has  considerable  discretion 

in  making  its  wage  recommendations  for  City  employees. 

The  Commission  has  used  this  discretion  to  make  wage 

recommendations  which  increase  salary  rates  above  rates 

computed  from  survey  data  collected  by  the  Civil  Service 

staff.  The  amount  of  time  allotted  to  the  analyses  and 

consideration  of  internal  adjustments  to  the  salary 

recommendations  is  insufficient  relative  to -their  sig- 
nificance . 

RECOMMENDATIONS 

We  recommend  that  the  Civil  Service  Commission  take  the 
following  actions: 

- Direct  staff  to  establish  precise  guidelines  for 
selecting  benchmark  classes  and  allocating  classes  to 
benchmarks  and  adopt  those  guidelines  as  Civil 
Service  policy. 

- Adopt  precise  guidelines  for  recommending  internal 
adjustments  which  are  consistent  with  the  Charter's 
provision  that  prevailing  wages  be  paid  to  City  employeess. 
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We  also  recommend  that  the  Board  of  Supervisors  submit 
a Charter  amendment  to  the  electorate  to  sever  all 
internal  adjustments  from  the  salary  standardization 
ordinance.  Instead,  a complete  package  of  all  internal 
salary  adjustments  should  be  submitted  to  the  Board  of 
Supervisors.  Each  internal  adjustment  could  be  reviewed 
for  possible  reduction  by  the  Board  of  Supervisors. 


BENEFITS  ' — | 

Implementation  of  these  recommendations  will  ensure  that 
Civil  Service  guidelines  regarding  wage  increases  for 
City  employees  are  consistent  with  the  Charter's  provision 
for  the  payment  of  prevailing  wages. 

Under  the  procedure  that  we  have  proposed  for  establishing 
wage  recommendations,  the  Civil  Service  Commission  and 
staff  will  be  able  to  allot  more  time  to  the  analyses, 
review  and  consideration  of  all  internal  adjustments. 

The  Board,  of  Supervisors  will  be  given  the  authority  to 
limit  the  total  financial  impact  of. .all  internal  adjust- 
ments. The  Board  of ^Supervisors  would  also  be  given  tohe 
authority  to  examine  the  consistency  of  application  for 
all  internal  adjustments  as  a single  package  and  the 
flexibility  to  take  appropriate  action  on  a case-by-case 
basis  without  subjecting  decisions  on  wage  increases  to 
the  political  process. 
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THE  CIVIL  SERVICE  COMMISSION  HAS 
LimED  CITY  CLASSES  WITH  SIMILAR 
WORK  CONTENT  TO  DIFFERENT  BENCH- 
MARK CLASSES  THAT  VARY  IN  RECOMMENDED 
SALARY  INCREASES.  ' 

City  Charter  section  8.407  defines  a benchmark  as  a "key 
class"  within  an  occupational  grouping.  Civil  Service  staff 
stated  to  us  that  San  Francisco  classes  are  linked  to  these  bench- 
marks by  reasons  of  their  work  content,  promotional  lines,  quali- 
fications or  other  pertinent  considerations.  However,  the  Bureau 
of  the  Budget's  review  of  Civil  Service  benchmarks  and  their  related 
classes  has  disclosed  numerous  classifications  tied  to  benchmarks 
where  the  stated  Civil  Service  guidelines!  do  not  apply. 

The  most  extensive  examples  of  inconsistency  exist  in  the  1444 
Clerical  L Related  services  benchmark  and  in  the  1822  Administrative 
Analyst  benchmark.  Positions  of  similar  work  content  and  qualifica- 
tions have  been  assigned  to  both  benchmark  classes.  Contained  within 
benchmark  1822  are  five  secretary  classes  (1548,  1540,  1544,  9276, 
1171)1  two  administrative  secretary  classes  (1556,  1530),  three  con- 
fidential secretary  classes  (1506,  1518,  1522)  and  two  executive 
secretary  classes  (1420,  3110).  Similar  comparable  positions  are 
assigned  to  the  1444-  benchmark  as  follows:  Two  secretary  classes 

(1546,  4234),  one  administrative  secretary  class  (1528),  one 
legislative  secretary  class  (1459) , one  executive  secretary  class 
(157 4),  and  six  confidential  secretary  classes  (1501,  1502,  1520, 
1514,  1512,  151 6).  One  administrative  assistant  1529  class  is  tied 
to  the  1444  benchmark,  while  all  other  administrative  assistant 
classes  (1835,  2128,  1839,  2129,  2127,  8130,  1838,  4280)  are  linked 
to  the  1822  administrative  benchmark. 
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Examples  of  classes  tied  to  sum-comparable  ■benchmarks ,are 

as  follows 

- Classes  1850  Project  Co-Ordinator  Neighborhood  Youth  Corps 
and  1852  Project  Director  Neighborhood  Youth  Corps  are  both 
linked  to  the  1444  Clerical  benchmark.  Both  of  these  position 
classifications  have  administrative  and  personnel  functions 
but  require  no  clerical  duties. 

- The  1201  Personnel  Technician  Trainee  class  requires  no 
clerical  responsibilities  but  is  linked  to  the  1444  clerical 
benchmark . 

- The  1310  Public  Relations  Assistant,  1341  Public  Service 
Assistant  and  1350  Special  Assistant  to  the  Board  of  Educa- 
tion classifications  are  linked  to  1444  clerical  benchmark. 
These  three  classes  have  primarily  public  relations  duties 
with  few  if  any  clerical  responsibilities.  The  1310  Public 
Relations  Assistant  class  promotes  directly  to  the  1314 
Public  Information  Officer  which  is  & different  benchmark. 

- The  work  content  for  the  1400  Student  Aide  class  is  primarily 
limited  to  assisting  teachers  and  helping  children  in  schools 
and  childcare  centers.  These  duties  are  comparable  to  the 
responsibilities  of  the  3593  Instructional  Aide  position, 
which  is  a separate  benchmark  class.  However,  the  1400 
Student  Aide  classification  is  linked  to  the  1444  clerical 
benchmark . 
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- Benchmark  3284  Recreation  Director  contains  the  3548  Curator 
of  Natural  Science  Junior  Museum  class,  the  3262  Curator  of 
the  Arts  and  Crafts  Junior  Museum  Class,  and  the  3585  Junior 
Museum  Director  class.  These  classifications  are  comparable 
to  position  classes  which  are  linked  to  the  3542  Curator  II 
benchmark  and  not  to  the  3284  Recreation  Director  benchmark. 

- The  2710  Residence  Manager  class  is  tied  to  the  2708  Custodian 
benchmark  but  has  no  cleaning  responsibilities.  The  employees 
within  the  2710  classification  work  with  students. 

- The  1491  Associate  Registrar  SFCCD,  is  linked  to  the  2448 
Technical  Instructional  Assistant  benchmark.  All  nine 
remaining  classes  linked  to  this  benchmark  are  related  in  that 
they  are  limited  to  Instructional  Assistant  duties.  The 

1491  class  is  an  administrative  position  and  is  more  comparabfe 
to  the  existing  administrative  benchmark. 

- Tied  to  the  8226  Museum  Guard  benchmark  are  Watershed  Worker 
(seasonal)  7542,  Watershed  Keeper  7470  and  Watershed  Keeper 
Supervisor  7270.  The  characteristics  of  the  7542  class  are 
manual  labor  and  protective  grounds  maintenance.  The 
characteristics  of  classes  7470  and  7270  are  comparable 

in  work  content  to  classes  tied  to  the  8204  benchmark, 
Institutional  Policeman. 

For  1978-79,  the  Civil  Service  Commission  recommended  the 
following  salary  increases  for  the  benchmark  classes  listed  above: 
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1444  Clerical  & Related  - 11.5% 

1822  Administrative  Analyst  - 9-5% 

1242  Personnel  Analyst  - 9.0% 

13^4  Public  Information  Officer  - 10.5% 

3593  Instructional  Aide  - 0 
3284  Recreation  Director  - 11.5% 

354-2  Curator  II  - 6.5% 

2708  Custodian  - 3.0% 

2448  Technical  Instructional  Assistant  - 5.5% 

8226  Museum  Guard  - 7«5% 

7514  Laboring  and  Related  - 0 
8204  Institutional  Policeman  - 8.5% 

As  can  be  seen,  these  various  benchmark  classes  were  recommended 
for  wage  increases  ranging  fr0m  0 to  11. 5 %.  Classes  tied  to 
these  benchmarks  generally  were  recommended  for  increases  comparable 
to  the  increases  recommended  for  the  benchmarks.  As  a result,  similar 
classes  (in  terms  of  duties,  responsibilities,  and  skill  require- 
ments) which  are  tied  to  different  benchmarks  were  recommended,  for 
differing  salary  increases.  . c,~-  . 

CONCLUSION 

In  many  cases,  the  Civil  Service  Commission  has  linked 
classes  of  positions  to  benchmarks  in  an  inconsistent 
manner.  These  linkages  have  produced  recommendations 
for  different  salary  increases  for  comparable  classes 
of  positions. 
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RECOMMENDATIONS 


We  recommend  that  the  Civil  Service  Commission  take  the 
following  actions: 

- Establish  specific  procedural  guidelines  which  will 
assist  staff  in  identifying  families  of  positions  which 
can  be  grouped  together  under  one  benchmark  class. 

- Link  all  classifications  with  similar  duties,  respon- 
sibilities and  skills  requirements  to  the  same  bench- 
mark class. 

BENEFITS 

Implementation  of  our  recommendations  would  assure  that 
comparable  classes  receive  recommendations  from  the  Civil 
Service  Commission  for  comparable  wage  increases  as  a 
result  of  the  Wage  and  Salary  Survey. 
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THE  CIVIL  SERVICE  COMMISSION  :HAS 

hate  Inaccurate  comparts 

SALARY  SURVEY  FOR  CITY C! 
PERSONNEL.  ' 


The  Charter  requires  that  San  Francisco  pay  employees  wages  which 
are  comparable  to  wages  paid  for  comparable  work  by  other  public 
and  private  employers  in  the  Bay  Area.  The  benchmark  class  chosen 
to  establish  comparable  wages  for  3,155  clerical  and  related 
service  positions  in  San  Francisco  is  the  1444  Clerk  Stenographer 
position.  This  is  the  intermediate  position  of  a three  classifica- 
tion series:  1442  Jr.  Clerk  Stenographer,  1444  Clerk  Stenographer, 

and  1446  Sr,  Clerk  Stenographer. 

The  Civil  Service  Commission  computed  a recommended  salary 
range  for  the  1444  Clerk  Stenographer  benchmark  class  by  compiling 
data  from  2 sources:  Private  sector  data  routinely  compiled  by 

BASSC,  and  public  sector  data  obtained  by  the  San  Francisco  Civil 
Service  staff  from  17  public  jurisdictions  in  the  Bay  Area. 

The  private  sector  position  used  from  the  BASSC  survey  was 
a private  secretary  position  surveyed  by  the  U.S.  Bureau  of  Labor 
Statistics  (BLS).  The  BLS  description  of  this  position  specifically 
excludes  stenographer  classes  which  are  surveyed  separately.  The 
private  secretary  position  has  substantially  more  responsibility 
than  does  the  1444  Clerk  Stenographer  position.  The  BASSC  survey 
also  includes  stenographer  classes  surveyed  by  BLS . These  classes 
were  not  used  by  the  Civil  Service  Commission  in  making  wage  com- 
parisons to  the  1444  Clerk  Stenographer  benchmark,  however.  The 
average  wage  for  the  BASSC/ELS  general  stenographer  position 
($836/mo.)  is  below  the  current  mid-point  wage  for  the  San  Francisco 


1444  Clerk  Stenographer  position. 
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The  "comparable  class"  surveyed  in  the  public  sector  by  the 
Civil  Service  staff  was  the  intermediate  stenographer  class  in  these 
other  public  jurisdictions.  However,  upon  reviewing  the  comparability 
of  the  San  Francisco  1444  Clerk  Stenographer  position  to  the  inter- 
mediate stenographer  positions  in  the  neighboring  jurisdictions, 
the  Bureau  of  the  Budget  found  major  differences  between  the  duties 
and  responsibilities  required  of  the  intermediate  level  stenographer 
in  other  public  jurisdictions  and  the  duties  and  responsibilities  of 
the  1444  Clerk  Stenographer  in  San  Francisco. 

San  Francisco's  1444  Clerk  Stenographer  position  is  limited  to  the 
following  activities:  typing,  taking  and  transcribing  dictation, 

assuming  duties  of  a receptionist,  filing,  indexing  and  posting, 
keeping  financial  records  and  accounts  (but  not  responsibile  for 
collecting  funds),  and  providing  general  information  to  the  public. 

By  contacting  17  public  jurisdictions,  the  Bureau  of  the  Budget 
determined  that  intermediate  level  stenographers  in  other  jurisdictions 
generally  have  duties  whichT  require  supervision  of  others  as  wellT 
as  higher  levels  of  judgement  and  initiative  than  are  required 
of  the  1444  Clerk  Stenographer  position.  The  Bureau  of  the  Budget 
further  found  that  in  terms  of  duties  and  responsibilities  the 
1444  Clerk  Stenographer  position  in  San  Francisco  is  more  comparable 
to  the  entry  level  stenographer  in  other  Bay  Area  public  juris- 
dictions (see  the  tables  on  pp. 46-47  for  a comparison  of  duties 
and  responsibilities  for  these  positions). 
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Based  on  the  survey  of  intermediate  level  stenographer  salaries 
in  the  Bay  Area,  the  Civil  Bervice  Commission  recommended  that  an 
11;*5 9o-  wage  increase  'be  provided  to  the  189  employees  in  the  1444- 
Clerk  Stenographer  classification  as  well  as  generally  comparable 
increases  for  the  2,966  employees  whose  positions  are  tied  to  this 
benchmark  class,  The  total  annual  cost  for  the  salary  adjustment 
was  $3,230,399.  However,  if  the  entry  level  stenographer  position 
had  been  used  as  the  comparable  class  rather  than  the  intermediate 
level  stenographer  postion,  no  increase  in  clerical  wages  would  have 
been  warranted  by  the  survey  data.  Therefore,,  the  $3. 2. million 
in  wage  increases  which  had  been  recommended  by  the  Civil  Service 
Commission  for  clerical  employees  was  not  based  on  the  principle 
of  comparable  wages  for  comparable  work  as  required  by  the  Charter. 

The  Bureau  of  the  Budget  is  not  stating  that  no  wage  increase 
for  clerical  employees  was  warranted  for  1 978-79.  Use  of  a 
different  clerical  benchmark  may  have  warranted  wage  increases 
for  clerical  employees  based  on  the  principle  of  comparable  pay 
for  comparable  work.  However,  given  the  benchmark  used  by  the 
Civil  Service  Commission  to  arrive  at  a recommendation  for  clerical 
wage  increase,  the  survey  data  for  positions  with  comparable  duties 
and  responsibilities  would  not  warrant  any  increases. 

CONCLUSION 

The  Civil  Service  Commission  has  not  based  its  recommen- 
dation for  $3.2  million  in  wage  increases  for  3,155 
clerical  employees  on  wage  data  for  positions  with 

comparable  duties  and  responsibilities. 
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RECOMMENDATION 


We  recommend  that  the  Civil  Service  Commission  select 
a clerical  benchmark  for  which  data  exists  on  comparable 
positions  in  the  public  and  private  sector. 


BENEFIT 

Implementation  of  our  recommendation  would  more  accurately 
reflect  the  relationship  between  clerical  wages  paid  by 
San  Francisco  and  by  other  Bay  Area  jurisdictions  and 
therefore  would  further  the  Charter's  mandate  that 
comparable  work  should  receive  comparable  pay. 
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SOME  CIVIL  SERVICE  COMMISSION 


IN.  .TERMS.  ILF.  -REQ.U,I,RElMENT^  mi 


FOR  .COMPARABLE  WORK  AND  (2)  A 
COMEREHENS.LVE  .SURVEY  _QE_MY  AREA 


Comparable  Pay  Requirement 

Charter  Section  8.400  mandates  that  no  compensation  shall  be 
greater  than  the  salary  paid  for  similar  services  of  like  character 
and  similar  service  in  other  city  departments. 

Upon  examining  the  job  specifications  of  selected  San 
Francisco  positions,  the  Bureau  of  the  Budget  found 
examples  of  cases  where  comparable  pay  is  not  provided  for 
comparable  work.  For  example,  the  characteristics  of  both 
the  1522  Confidential  Secretary  to  the  City  Attorney  position 
(tied  to  the  1822  Administrative  benchmark)  and  the  1516 
Confidential  Secretary  to  the  Superintendent  of  SFCCD 
position  (tied  to  the  1444  Clerical  benchmark)  are  comparable  in 
terms  of  skills,  duties,'  responsibility  and  experience.  In  both  cases, 
the  Confidential  Secretaries  are  newly  created,  one  position  classes 
which  have  no  normal  lines  of  promotion,  and  are  exempt  from 
examination.  Despite  the-  parallel  characteristics  of  both  classes, 
the  employee  in  the  1522  class  tied  to  the  Administrative  Analyst 
benchmark  currently  receives  a bi-weekly  salary  which  is  6.8% 
higher  than  the  employee  in  the  1516  class.  As  a result  of  the 
salary  survey,  the  15d6  class  tied  to  the  Clerical  benchmark  was 
recommended  for  an  11.5%  increase,  and  the  higher  paid  1522  class 
tied  to  the  Administrative  benchmark  was  recommended  for  a 9.5% 
increase.  The  net  result  of  these  salary  alterations  still  resulted 
in  a 4.4%  differential  between  these  two  positions. 
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Another  example  of  non- comp arable 

pay  for  comparable  work  can  be  seen  in  wages  recommended 
for  the  class  1546  Secretary  to  the  Commission  on  Aging 
and  the  class  1548  Secretary  to  the  Social  Service 
Commission.  The  1546  class  that  is  tied  to  the  1444  Clerical 
benchmark,  receives  a 177,  lower  bi-weekly  salary  although 
the  work  content  and  the  qualifications  required  are  comparable 
to  the  1548  class  that  is  tied  to  the  1822  Administrative 
Analyst  benchmark. 

Comprehensive  Survey  Requirement 

Charter  section  8.407  mandates  that  a comprehensive  survey 
be  conducted  for  each  designated  benchmark  class.  For  the  bench- 
mark class,  2275  Assistant  Resident  I,  no  survey  of  comparable 
salaries  was  conducted.  Instead,  a contract  rate  established  by  the 
UC  Medical  Center  is  recommended.  This  rate  is  recommended  to  assure 
wage  parity  for  the  employees  in  the  classification  who  work  at  both 
San  Francisco  General  Hospital  and  the  UC  Medical  Center.  However, 
one  result  of  using  this  contract  rate  is  that  the  salary  for  this 
benchmark  is  in  effect  being  compared  to  itself  rather  than  to 
comparable  Bay  Area  data.  Six  other  classes  and  187  positions 
are  tied  to  this  benchmark  for  purposes  of  the  wage  and  salary 
survey. 

CONCLUSION 

Some  recommendations  on  wages  for  City  employees  for  1978-79 
as  approved  by  the  Civil  Service  Commission  do  not  comply 
with  requirements  of  the  Charter  that  comprehensive  surveys 
be  conducted  for  each  benchmark  class  and  that  comparable 
pay  be  provided  for  comparable  work.  This  non-compliance 
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results  from  an  inappropriate  use  of  benchmark  classifi- 
cations . 

RECOIMENDATI  ON 

We  recommend  that  the  Civil  Service  Commission  take  the 
following  actions: 

- Conduct  comprehensive  wage  surveys  for  all  benchmark 
positions; 

- Insure  that  all  comparable  classes  are  tied  to  single 
benchmarks  so  that  recommendations  based  on  the  wage 
and  Salary  Survey  have  an  equal  effect  on  comparable 
classes ; 

- Insure  that  comparable  wages  are  paid  to  City  classes 
with  comparable  duties  and  responsibilities. 

BENEFITS 

The  implementation  of  these  recommendations  will  insure 
that  all  recommendations  of  the  Civil  Service  Commission 
for  wage  increases  for  San  Francisco  employees  are  in 
compliance  with  the  Charter  requirements  that  comparable 
pay  be  provided  for  comparable  work  and  that  a comprehensive 
survey  of  Bay  Area  wages  be  conducted  for  all  benchmark 
classes . 
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SALARIES  FOR  LOS  ANGELES  POSITIONS^ ARE 


CTrMiroi 

Ij^EESJSTMiSSIS. 


TYPl'd^LY  HIGHER1'  THAN  FOR  THE  POSITIONS 

OF  OTHER  EMPLO’5 

flkRS  THROUGHOUT  THE  STATE, 

CSTERrSEESESEte 

[xTotr  of  los'  A^geL'e's1  post- 

The  Charter  permits  the  Civil  Service  Commission  to  collect 
data  on  wages  from  outside  the  Bay  Area  when  data  on  Bay  Area 
employments  are  insufficient  to  provide  valid  bases  for  determining 
the  prevailing  salary  rates.  The  Commission  has  no  written 
Criteria  for  determining  when  such  local  data  is  insufficient. 

Therefore,  the  Commission  has  no  precise  guide  for  the  selection 
of  out -of -Bay  Area  employers  to  he  added  to  the  survey.  These 
decisions  are  judgmental  since  they  are  made  without  the  guidance 
of  officially  adopted  standards. 

In  the  1978-79  Salary  and  Wage  Survey,  the  Civil  Service  Commission 
used  out- of- Bay  Area  data  in  arriving  at  wage  recommendations  for  13 
benchmarks.  The  City  of  Los  Angeles,  Los  Angeles  County,  Los  Angeles 
Water  and  Power  and  the  Los  Angeles  Public  School  system  were  surveyed 
for  wage  data  for  all  of  the  benchmarks.  Comparisons  using  data  from  non 
Bay  Area  jurisdictions  included  data  on  3?  51 9 Los  Angeles  positions 
used  for  all  13  benchmarks,  and  485  other  public  jurisdictions  positions 
were  used  for '10  out  of  the  13  benchmarks'.  The  other  public-  jurisdic^- 
tions  included  9 in  Southern  California  and  two  in  Central  California. 


Wage  data  used  by  the  Civil  Service  Commission  from  outside  the 
Bay  Area  shows  that  this  data  is  predominantly  from  Los  Angeles.  Of 
a total  of  4,004  non-Bay  Area  positions  surveyed,  3,519  or  88%  were 

from  Los  Angeles  jurisdictions. 
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Of  the  3,519  Los  Angeles  positions,  2,751  positions  were  used 
for  a single  benchmark  while  the  remaining  768  were  used  for  the 
other  12  benchmarks.  Therefore,  the  positions  in  one  benchmark 
class  were  compared  primarily  to  the  positions  surveyed  from  Los 
Angeles  jurisdictions,  and  in  the  other  12  benchmarks,  a substan- 
tial majority  (61%)  of  the  positions  surveyed  were  from  Los  Angeles 
jurisdictions . 

The  public  agencies  in  Los  Angeles  typically  pay  comparatively 
higher  salaries  than  other  public  agencies  included  in  the  survey. 

When  these  salaries  were  compared  with  San  Francisco  salaries,  the 
Los  Angeles  salaries  were  greater  than  the  San  Francisco  salaries 
by  an  average  of  7-2  percent  in  17  out  of  18  instances.  In  the 
9 cases  where  other  Southern  California  jurisdictions  were  surveyed, 

4 jurisdictions  paid  salaries  which  were  above  the  San  Francisco  rates 
and  5 paid  lower  salaries  than  San  Francisco.  The  nine  non-Los 
Angeles  jurisdictions  combined  in  Southern  California  paid  salaries 
which  were  3.3  percent  lower  than  salaries  paid  for  San  Francisco 
positions.  Data  from  the  2 Central  California  public  jurisdictions 
combined  revealed  that  their  comparable  rates  were  10.5  percent  under 

City  rates. 
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Fragmentary^ Bay  Area  data  exists  for  fch£  13  b6AetuMr‘K.S  f6r  Wtlibh 
wage  data  from  outside  the  Bay  Area  \,as  used.  If  this  Bay  Area  data  had 
been  used  without  being  supplemented  by  data  from  outside  the  Bay 
Area,  the  wages  for  the  13  benchmark  positions  surveyed  would  have 
been  recommended  for  an  average  increase  of  5.4%.  However,  by  adding 
the  out'  of  Bay  Area  data,  which  is  primarily -from  Los  Angeles, 
the  recommended  average  increases  for  these  13  benchmark 
classes  was  raised  to  7.2%.  If  all  the  out  of  Bay  Area  data  excluding 
the  data  from  Los  Angeles  had  been  used,  no  increase  for  these  13 
benchmark  positions  would  have  been  recommended  because  non- 
Los  Angeles  data  show  rates  which  are  below  current  San  Francisco 
rates.  The  fiscal  impact  of  supplementing  fragmentary  Bay  Area 
data  with  data  from  Los  Angeles  is  an  addition  of  $420,000  per  year 
in  City  payrolls  costs. 

CONCLUSION 

The  Civil  Service  staff  included  out-of-Bay-Area  employers 
in  the  annual  salary  survey  without  a written,  well- 
defined  policy  to  guide  their  selections.  This  selection 
process  resulted  in  giving  undue  weight  to  salaries  and 
wages  paid  by  Los  Angeles  public  employers  and  the  under- 
representation of  other  Southern,  Central  and  Northern 
California  public  employers. 

RECOMMENDATION 

We  recommend  that  the  Civil  Service  Commission  adopt 
a policy  which  defines  criteria  for  the  selection  of 
out-of-Bay  Aioa  public  employers  for  inclusion  in  salary 
and  wage  surveys  when  Bay  Area  data  does  not  provide  an 
adequate  basis  for  the  determination  of  prevailing 
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salaries  and  wages.  Such  policy  should  require  that 
data,  when  available,  reflecting  Central  and  Northern 
California  public  employers  be  included  in  surveys  and 
that  the  data  collected  from  Southern  California  not 
be  dominated  by  data  from  Los  Angeles. 

SAVINGS/BENEFIT 

Implementation  of  this  recommendation  will  result  in 
a more  accurate  reflection  of  the  labor  market  of  which 
San  Francisco  is  a part.  A more  balanced  use  of  non- 
Bay  Area  data  will  lead  to  recommendations  which  are 
an  estimated  $420,000  less  annually  for  positions 
tied  to  benchmark  classifications  for  which  Bay  Area 
data  provides  insufficient  data  on  which  to  base  salary 
increases . 
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THE  CIVIL  SERVICE  COMMISSION  HAS  FOLLOWED 
PRACTICES  WHICH  PRODUCE  WAGE  RELATIONSHIPS 
AMONG  VARIOUS  SAN  FRANCISCO  CLASSIFICATIONS 
WHICH  ARE  INCONSISTENT  WITH  WAGE  RELATION- 
SHIPS AMONG  SIMILAR  CLASSIFICATIONS  IN  THE 
PRIVATE  SECTOR. 


The  Civil  Service  Commission  used  75  benchmark  classes  in  its 
1978-79  salary  and  wage  survey.  The  Bay  Area  Salary  Survey  Committee 
(BASSC)  used  50  benchmark  classes  in  its  1978-79  salary  survey. 

Not  all  positions  surveyed  by  BASSC  were  also  surveyed  by  the 
Civil  Service  Commission.  However,  there  is  substantial  overlap 
between  the  positions  surveyed  by  BASSC  and  San  Francisco  position 
classifications.  This  overlap  permits  a comparison  between  San 
Francisco  and  the  private  sector  in  terms  of  relationships  among 
groups  of  classes. 

The  Bureau  of  the  Budget  compared  all  but  two  of  the  BASSC 
positions  with  classifications  in  San  Francisco  to  determine 
relationships  among  classes.  The  two  positions  not  compared  were 
Auditor  and  Safety  Engineer  which  were  included  in  the  BASSC  survey 
but  which  do  not  have  counterparts  in  San  Francisco.  The  other 
48  positions  were  segregrated  into  three  broad  groups  as  follows: 

(1)  craft  and  miscellaneous  blue  collar  classifications,  (2) 
clerical  and  similar  classifications,  and  (3)  professional  classi- 
fications. Each  of  these  groupings  was  assigned  a benchmark  class 
which  represented  the  group.  San  Francisco  wages  were  then 

compared  to  the  San  Francisco  wages  for  the  benchmark  and  the 
BASSC  wages  were  compared  to  the  BASSC  wages  for  the  same  benchmark. 
The  wage  relationships  among  San  Francisco  positions  in  these  three 
groups  were  then  compared  to  the  relationships  among  private  sector 
positions  in  these  three  groups.  (See  Appendix  III  for  these 
comparisons).  Although  many  of  the  San  Francisco  relationships 
were  similar  to  the  private  sector  salary 


relationships,  several  major  differences  were  noted  as  follows: 

Crafts  and  Blue  Collar  Group.  coup  - Drivers  of  light  and 

medium  trucks  were  10%  below  the  benchmark  in  the  BAS SC 

data, but  6%  above  it  in  the  San  Francisco  data; 

- Plumber's  helpers  were  ’25%  below  in  BASSO  but  16$  below 

in  San  Francisco; 

- Machinists  were  4%  above  in  BASSC  but  7%  below  in  San 
Francisco; 

- Laborers  were  20%  below  in  BASSC  but  31%  below  in  San 
Francisco; 

Clerical  Group  - - Account  clerks  were  12%  below  the 

benchmark  in  BASSC  data  but  37.  above  it  in  San  Francisco; 

- Telephone  operators  were  167.  below  in  BASSC  but  6%  below  in 
San  Francisco; 

- Legal  stenographers  were  2PP/o  above  in  BASSC  but  <17%-  above  in 

San  Francisco; 

Professional  Group  - Mid-level  attorneys  were  83% 

above  the  benchmark  in  the  BASSC  data  but  112%  above  in 
the  San  Francisco  data; 

- Junior- level  attorneys  were  30%  above  in  BASSC  but  637. 
above  in  San  Francisco; 

- Physicians  were  1977.  above  in  BASSC  but  1057,  above  in 
San  Francisco; 
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- Purchasers  were  1%  above  in  BASSC  but  16%  above  in  San 
Francisco; 

- Senior  programers  were  28%  above  in  BASSC  but  1870  above  in 
San  Francisco. 

These  comparisons  demonstrate  a high  probability  that  wage  rates 
among  San  Francisco  classes  do  not  consistently  reflect  prevailing 
Bay  Area  rates  as  required  by  the  Charter.  The  Civil  Service 
Commission  does  not  collect  data  on  wage  relationships  in  the  annual 
salary  and  wage  survey.  Modifications  to  wage  rates  for  specific 

San  Francisco  classes  other  than  benchmark  classes  

are  produced  by  making  internal  adjustments  which  are  primarily 
based  on  wage  relationships  of  positions  within  San  Francisco. 

The  comparison  developed  by  the  Bureau  of  the  Budget  between 
wage  relationships  among  groups  of  positions  in  San  Francisco 
and  similar  wage  relationships  in  the  private  sector  indicates 
that  San  Francisco  wage  relationships  are  inconsistent  with  the 
private  sector. 

The  benchmark  concept  assumes  not  only  that 
classes  can  be  grouped  together  but  also  that  relationships,  among 
classes  in  specific  groups  are  similar  in  other  jurisdictions.' 
Private  sector  wages  have  a major  impact  on  the  prevailing  wages 
calculated  by  the  Civil  Service  Commission  (see  pp.  d9  - 29 

in  this  report).  However,  this  Bureau  of  the  Budget  review  has 
demonstrated  that  the  salary  comparisons  made  by  the  Civil 
Service  Commission  using  the  benchmark  concept  do  not  accurately 
reflect  prevailing  wage  relationships  in  the  private  sector. 
Therefore,  the  wage  recommendations  made  by  the  Civil  Service 
Commission  do  not  reflect  these  prevailing  relationships. 
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CONCLUSION 


Wage  relationships  among  groups  of  San  Francisco 
classifications  are  not  consistent  with  wage  relation- 
ships among  similar  groups  of  positions  in  the  private 
sector.  This  inconsistency  can  substantially  alter 
the  wage  recommendations  for  particular  classes 
depending  on  which  San  Francisco  classes  are  selected 
as  benchmark  classes. 

RECOMMENDATION 

We  recommend  that  the  Civil  Service  Commission  adopt 
a policy  under  which  the  annual  salary  and  wage 
survey  will  include  a survey  of  wage  relationships . 

Such  a survey  should  be  partially  updated  annually 
so  that  all  classifications  would  be  reviewed  every 
five  years . 

BENEFIT 

Implementation  of  this  recommendation  would  provide  data 
which  would  allow  wage  relationships  among  San  Francisco 
classes  to  be  made  consistent  with  wage  relationships 
among  similar  classes  of  positions  in  other  Bay  Area 
jurisdictions  and  in  the  private  sector.  Making  these 
wage  relationships  consistent  would  further  the  mandate 
of  the  Charter  fco  pay  "prevailing  wages"  to  City  and 
County  employees. 
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THE  CITY  ATTORNEY’S  INTERPRETATION  OF 
CHARTER  SECTION  8.407  HAS  PRODUCED  ~ 

CUMBERSOME  MEET  AND  CONFER  PROCESS 
BETWEEN  EMPLOYEE  ORGANIZATIONS  AND 
THE  EMPLOYEE  RELATIONS  DIVISION  OF  THE 
BOARD  OF  SUPERVISORS. 

Section  8.407  of  the  Charter  provides  a set  procedure  by 
which  "working  condition  benefits"  are  granted  to  public  employees 
by  the  Board  of  Supervisors.  This  procedure  requires  that  working 
condition  benefits  be  provided  only  if  those  benefits  are  available 
to  50%  or  more  of  the  public  employees  covered  by  the  salary  survey. 
This  Charter  section  is  consistent  with  other  Charter  sections 
which  require  that  San  Francisco  wages  be  set  a prevailing  rates 
since  fringe  benefits  are  a major  portion  of  total  compensation. 

"Working  condition  benefits"  are  defined  in  the  Charter  as: 

"those  compensations  which  must  necessarily  be  provided 
in  order  for  the  employee  to  perform  his  job  description 
duties  efficiently  and  safely,  and  shall  include  but  not 
be  limited  to  such  working  conditions  and  benefits  as 
are  typically  included  in  the  administrative  provisions 
of  the  salary  standardization  ordinance  and  the  salary 
ordinance . " 

However,  the  City  Attorney  has  ruled  that  this  definition  applies  only 
to  "hazard  duty  benefits".  Currently,  the  provision  of  working 
condition  benefits  is  negotiated  between  the  Employee  Relations 
Division  of  the  Board  of  Supervisors  and  representatives  of  employee 
organizations.  During  the  period  between  January  and  March,  1978, 
over  200  separate  requests  for  additional  employee  benefits  with  an 
estimated  additional  cost  of  $190  million  were  submitted  to  the 
Employee  Relations  Division  for  negotiation.  As  a result  of  the  City 
Attorney's  opinion, all  requests  for  increases  in  working  condition 
benefits  were  negotiated  except  those  requests  which  involved  benefits 
for  hazardous  conditions  which  are  not  available  to  507o  or  more  of  the 
public  employees  in  other  public  Bay  Area  jurisdictions.  This 
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negotiating  process  is  compressed  into  a relatively  brief  time 
(2-3  months)  during  which  the  negotiating  staff  must  deal  with 
21  separate  employee  groups  and  discuss  over  200  separate  issues, 
many  of  which  require  complex  and  detailed  analysis. 

If  such  benefits  could  only  be  provided  which  are  provided 
to  50%  or  more  of  all  public  employees  in  the  Bay  Area,  a 
substantial  portion  of  the  negotiations  which  now  take  place 
would  not  be  possible  since  the  Board  of  Supervisors  would  not 
have  the  authority  to  grant  many  of  the  benefits  requested  by 
employee  organizations.  Of  those  requests  submitted,  the  benefits 
agreed  to  had  a total  estimated  cost  of  approximately  $350,000. 

In  the  estimation  of  the  Chief  Labor  Negotiator  of  the  Employee  Relations 
Division,  only  a small  fraction  of  those  items  which  had  been  submitted 
are  available  to  50%  or  more  of  the  public  employees  in  other 
Bay  Area  jurisdictions. 

CONCLUSION 


The  City  Attorney's  interpretation  of  the  portion  of 
Charter  Section  8.407  which  deals  with  working  condition  benefits 
has  produced  a cumbersome  negotiation  process.  If  only  those 
benefits  which  are  provided  to  50%  or  more  of  Bay  Area  public 
employees  could  be  provided  to  San  Francisco  employees,  the 
negotiation  process  could  be  substantially  simplified  and,  in 
our  judgement,  the  Charter  provisions  requiring  that  San  Francisco 
wages  be  set  at  prevailing  rates  would  be  strengthened. 
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REGOmENDATIQN 


We  recommend,  that  .the  Board  of  Supervisors  submit  a •- 
Charter  amendment  to  the  electorate  to  ajnend  Sec.  8.407  to 
specify  that'  "working  condition  benefits  "'.’refers  to  all 

benefits  other  than  those  benefits  which  are 

specifically  provided  in  the  Charter.  This  Charter  amendment 
would  mean  that  the  only  benefits  which  could  be 
negotiated  by  the  Employee  Relations  Division  of  the  Board 
of  Supervisors  would  be  those  benefits  which  are  available 
to  50%  or  more  of  Bay  Area  public  employees. 


BENEFIT 

Implementation  of  this  recommendation  will  improve 
the  existing  cumbersome  negotiation  process  between 
employee  groups  and  the  Employee  Relations  Division  of 
the  Board  of  Supervisors  and  will  strengthen  the  Charter 
sections  requiring  that  City  employees  be  paid  at  prevailing 
rates . 
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Benchmark  Classification  . ' Benchmark  Classification  . 1 Benchmark  Classification 


Benchmark  Classes  Reviewed  by  Bureau  of  the  Budget 


1242  Personnel  Analyst 


7364  Powerhouse  Operator 
7384  Typewriter  Repairer 
7414  Laboring  and  Related 


1444  Clerical  and  Related 


1650  Accountant 


1736  EDP  Equipment  Operator 
1822  Administrative  Analyst 
1872  Programmer  Analyst 
2230  Physician  Specialist 


9122  Transit  Information  Clerk 
9220  Airport  Operations  Supervisor 


8214  Parking  Control  Officer 
8226  Museum  Guard 


2320  Registered  Nurse 

2312  Licensed  Vocational  Nurse 

2450  Pharmacist 

2586  Health  Worker  II 

2604  Pood  Service  Worker 

2708  Custodian 

2822  Health  Educator 

2910  Social  Worker 

2996  Representative,  Human  Rights  Commission 

3320  Animal  Keeper 

3416  Gardener 

3593  Instructional  Aide  I 

3542  Curator  II 

5204  Assistant  Civil  Engineer 

5268  Architect 

7302  Audio-Visual  Equipment  Technician 
7332  Metal  Trades  and  Related 
7347  Plumbing  and  Related 
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8.400  Central  Rules  for  Establishing  and  Paying  Compensation 

(a)  The  board  of  supervisors-  shall  have  power  and  it  shall  be  its 


duty  to  fix  by  ordinance  from  time  to  time,  as  provided  in  section 
8.401,  all  salaries,  wages  and  compensations  of  every  kind  and 
nature,  except  pension  or  retirement  allowances,  for  the  positions,  or 
places  of  employment,  of  all  officers  and  employees  of  all  depart- 
ments, offices,  boards  and  commissions  of  the  city  and  county  in  all 
cases  where  such  compensations  are  paid  by  the  city  and  county. 

(b)  The  board  of  supervisors  shall  have  power  by  ordinance  to 
provide  the  periods  when  salaries  and  wages  earned  shall  be  paid 
provided,  that  until  such  ordinance  becomes  effective,  all  wages  and 
salaries  shall  be  paid  semi-monthly.  No  salary  or  wage  shall  be  paid  in 
advance.  It  shall  be  official  misconduct  for  any  officer  or  employee  v/ 
to  present  or  approve  a claim  for  full-time  or  continuous  personal 
service  other  than  in  the  manner  provided  by  this  charter. 

(c)  All  personal  sendees  shall  be  paid  by  warrants  on  the  basis  of  a v 
claim,  bill,  timeroll  or  payroll  approved  by  the  head  of  the  depart- 
ment or  office  employing  such  sendee.  The  claims,  bills  or  payrolls, 
hereinafter  designated  as  payrolls,  for  salaries,  wages  or  compensa- 
tion for  personal  services  of  all  officers,  assistants  and  employees  of 
every  class  or  description,  without  regard  to  the  name  or  title  by 
which  they  are  known,  for  each  department  or  office  of  the  city  and 
county  shall  be  transmitted  to  the  civil  service  commission  before 
presentation  to  the  controller. 

(d)  The  secretary  of  the  civil  sendee  commission  shall  verify  that 
all  persons  whose  names  appear  on  payrolls  have  been  legally  ap- 
pointed to  or  employed  in  positions  legally  established  under  this  -/ 
charter.  In  performing  such  verification  said  secretary  may  rely  upon 
the  results  of  electronic  data  processing.  Said  secretary  shall  direct 
his  attention  to  exception  reports  produced  by  such  processing;  he 
shall  approve  or  disapprove  each  item  thereon  and  transmit  said 
exception  reports  to  the  controller.  The  controller  shall  not  draw  his 
warrant  for  any  claim  for  personal  services,  salary,  wages  or  compen- 
sation which  has  been  disapproved  by  the  said  secretary. 

(e)  For  the  purpose  of  the  verification  of  claims,  bills,  timerolls, 
or  payrolls,  contractual  services  represented  by  teams  or  trucks  hired 
by  any  principal  executive  or  other  officer  of  the  city  and  county 
shall  be  considered'  in  the  same  manner  as  personal  service  items  and 
shall  be  included  on  payrolls  as  approved  by  said  principal  executive 
or  other  officers,  and  shall  be  subject  to  examination  and  approval 
by  the  secretary  of  the  civil  service  commission  and  the  controller  in 
the  same  manner  as  payments  for  personal  services. 

(f)  The  salary,  wage  or  other  compensation  fixed  for  each  officer 
and  employee  in,  or  as  provided  by  this  charter,  shall  be  in  full 
compensation  for  all  services  rendered,  and  every  officer  and  em- 
ployee shall  pay  all  fees  and  other  moneys  received  by  him,  in  the 
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8.400 


course  of  his  office  or  employment,  into  the  city  and  county  trea- 
sury. 

(g)  No  officer  or  employee  shall  be  paid  for  a greater  time  than 
that  covered  by  his  actual  service;  provided,  however,  that  the  basic 
amount  of  salary,  wage  or  other  compensation,  excluding  premium 
pay  differentials  of  any  type  whatsoever  of  any  officer  or  employee 
who  may  be  called  upon  for  jury  service  in  any  municipal,  state  or 
federal  court,  shall  not  be  diminished  during  the  term  of  such  jury 
service.  There  shall,  however,  be  deducted  from  the  amount  of  basic 
salary,  wage  or  other  compensation,  excluding  any  pay  premium 
differentials  of  any  type  whatsoever  payable  by  the  city  and  county 
to  the  officer  or  employee  for  such  period  as  such  officer  or  em- 
ployee may  be  absent  on  account  of  jury  service,  any  amounts  which 
the  officer  or  employee  may  receive  on  account  of  such  jury  service. 
Any  absence  from  regular  duty  or  employment  while  on  jury  duty 
shall  be  indicated  on  timerolls  by  an  appropriate  symbol  to  be 
designated  by  the  controller. 

(h)  All  increases  in  salaries  or  wages  of  officers  and  employees 
shall  be  determined  at  the  time  of  the  preparation  of  the  annual 
budget  estimates  and  the  adoption  of  the  annual  budget  and  appro- 
priation ordinances,  and  no  such  increases  shall  be  effective  prior  to 
the  fiscal  year  for  which  the  budget  is  adopted.  Salary  and  wage  rates 
for  classes  of  employments  subject  to  salary  standardization,  as  in 
this  charter  provided,  shall  be  fixed  in  the  manner  provided  in  this 
charter.  Salary  and  wage  rates  for  classes  of  employment  not  subject 
to  salaiy  standardization,  exclusive  of  compensations  fixed  by  this 
charter,  shall  be  recommended  by  the  officer,  board  or  commission 
having  appointive  power  for  such  employments,  and  fixed  by  the 
budget  and  the  annual  salary  ordinance.  Pending  the  adoption  of 
salary  standards  as  in  this  charter  provided,  the  salary  and  wage  rates 
for  positions  subject  to  such  standardization  shall  be  as  recom- 
mended by  the  officer,  board  or  commission  having  appointing 
power  for  such  positions  and  fixed  by  the  budget  and  annual  salary 
ordinance;  provided  that  the  minimum  compensation  for  employees 
subject  to  the  civil  service  provisions  of  this  charter  shall  be  not  less 
than  fifty  cents  (50 (f)  per  hour  nor  less  than,  one  hundred  six  dollars 
($106)  per  month;  and  provided  further  that  any  compensation  paid 
as  of  January  1,  1931,  to  an  incumbent  who  legally  held  a position  in 
the  city  and  county  service  at  that  time,  shall  not  be  reduced  so  long 
as  such  incumbent  legally  holds  such  position.  No  compensation 
other  than  the  minimum  as  in  this  section  provided  shall  be  increased 
so  as  to  exceed  the  salary  or  wage  paid  for  similar  services  of  like 
character  and  for  like  service  and  working  conditions  in  other  city 
departments  or  in  private  employments,  nor  so  as  to  exceed  the  rate 
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8.400  - 8.401 

fixed  for  such  service  or  position  in  the  proposed  schedule  of 
compensations  issued  by  the  civil  service  commission  under  date  of 
April  9,  1930,  except  as  such  proposed  schedule  or  compensation  is 
amended  as  provided  in  this  charter,  or  extended  by  the  civil  service 
commission  to  include  classification  not  included  therein.  (Amended 
1972) 


8.401  Compensation  of  Officers  and  Employees  Subject  to 
Salary  Standardization 

This  section  shall  apply  to  all  officers  and  employees  except  those 
whose  compensations  are  specified  in  this  charier  and  except  those 
covered  in  section  8.402, 8.404  and  8.405. 

The  compensations  of  the  attorney  appointed  by  the  public 
administrator  and  of  all  elective  and  appointive  officers  of  the  city 
and  county,  except  members  of  the  board  of  supervisors  and  of 
other  boards  and  commissions,  the  superintendent  of  schools  and 
members  of  the  several  ranks  of  the  police  and  fire  departments,  shall 
be  fixed  in  accordance  with  the  salary  standardization  provisions  of 
this  section. 

In  fixing  schedules  of  compensation  as  in  this  section  provided, 
the  civil  service  commission  shall  prepare  and  submit  to  the  board  of 
supervisors  and  the  board  shall  adopt  a schedule  of  compensations 
which  shall  include  all  classifications,  positions  and  places  of  employ- 
ment the  wages  or  salaries  for  which  are  subject  to  the  provisions  of 
this  section;  provided,  that  the  civil  service  commission  shall  from 
time  to  time  prepare  and  submit  to  the  board  of  supervisors  and  the 
board  shall  adopt  amendments  to  the  schedule  of  compensations 
which  are  necessary  to  cover  any  new  classifications  added  by  the 
civil  service  commission.  Under  the  schedules  of  compensation 
recommended  by  the  civil  service  commission  and  adopted  by  the 
board  of  supervisors  as  herein  provided,  like  compensation  shall  be 
paid  for  like  service,  based  upon  the  classification  as  provided  in 
section  3.661  of  the  charter,  and  for  those  classifications  of  employ- 
ment in  which  the  practice  is  customary,  the  proposed  schedules  of 
compensation  shall  provide  for  minima,  intermediate,  and  maxima 
salaries  and  for  a method  of  advancing  the  salaries  of  employees  from 
the  minimum  to  the  intermediate  and  to  the  maximum  with  due 
regard  to  seniority  of  service.  The  compensations  fixed  as  herein 
provided  shall  be  in  accord  with  the  generally  prevailing  rates  of 
wages  for  like  service  and  working  conditions  in  private  employment 
or  in  other  comparable  governmental  organizations  in  this  state; 
provided,  that  for  specialized  services  which  are  peculiar  to  the 
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municipal  service  and  not  duplicated  elsewhere  in  private  or  other 
governmental  organizations  in  this  state,  the  commission  shall  recom- 
mend and  the  board  of  supervisors  shall-  fix  a compensation  which 
shall  be  in  accord  with  the  wages  paid  in  private  employment  or 
other  governmental  organizations  in  the  state  for.  the  nearest- compar- 
able service  and  working  conditions;  and  provided  further  that  if  the 
civil  service  commission  determines  on  the  basis  of  facts  and  data 
collected  as  hereinafter  provided  that  the  rates  generally  prevailing 
for  a particular  service  in  private  employment  or  in  other  govern- 
mental organizations  arc  inconsistent  with  the  rates  generally  prevail- 
ing in  private  employment  or  other  governmental  organizations  for 
services  requiring  generally  comparable  training  and  experience,  the 
commission  shall  set  forth  these  data  in  its  official  records  and  shall 
recommend  and  the  board  of  supervisors  shall  fix  a compensation  for 
such  service  that  shall  be  consistent  with  the  compensations  fixed  by 
the  board  of  supervisors  for  other  services  requiring  generally 
comparable  training  and  experience;  and  provided  further  that  the 
minimum  compensation  fixed  for  full  time  employment  subject  to 
the  civil  service  provisions  of  this  charter  shall  be  not  less  than  one 
hundred  and  six  dollars  ($106)  per  month. 

The  proposed  schedules  of  compensation  or  any  amendments 
thereto  shall  be  recommended  by  the  civil  service  commission  solely 
on  the  basis  of  facts  and  data  obtained  in  a comprehensive  investiga- 

tJ  tion  and  survey  concerning  wages  paid  in  private  employment  for 
like  service  and  working  conditions  or  in  other  governmental  organ- 
izations in  this  state.  The  commission  shall  set  forth  in  the  official 
records  of  its  proceedings  all  of  the  data  thus  obtained  and  on  the 
basis  of  such  data  the  commission  shall  set  forth  in  its  official  records 
an  order  making  its  findings  as  to  what  is  the  generally  prevailing  rate 
of  pay  for  each  class  of  employment  in  the  municipal  service  as 
herein  provided,  and  shall  recommend  a rate  of  pay  for  each  such 
classification  in  accordance  therewith.  The  proposed  schedules  of 
compensation  recommended  by  the  civil  service  commission  shall  be 
transmitted  to  the  board  of  supervisors,  together  with  a compilation 
of  a summary  of  the  data  obtained  and  considered  by  the  civil  service 
commission  and  a comparison  showing  existing  schedules.  Before 
being  presented  to  the  board  of  supervisors  for  consideration,  the 
proposed  schedules  and  a comparison  with  existing  schedules  shall  be 
posted  and  otherwise  publicized  for  a period  of  two  weeks  by  the 
commission  in  a manner  designed  to  give  reasonable  publicity 
thereof. 

a The  board  of  supervisors  may  approve,  amend  or  reject  the 

J schedule  of  compensations  proposed  by  the  civil  service  commission; 


provided,  that  before  making  any  amendment  thereto  the  data 
considered  by  the  board  of  supervisors  as  warranting  such  amend- 
ment shall  be  transmitted  to  the  civil  service  commission  for  review 
and  analysis  and  the  commission  shall  make  a report  thereon  to  the 
board  of  supervisors,  together  with  a report  as  to  what  other  changes, 
and  the  cost  thereof  such  proposed  amendments  would  require  to 
maintain  an  equitable  relationship  with  other  rates  in  such  schedule. 

The  salaries  and  wages  paid  to  employees  whose  compensations 
are  subject  to  the  provisions  of  this  section  shall  be  those  fixed  in  the 
schedule  of  compensations  adopted  by  the  board  of  supervisors  as 
herein  provided  and  in  accord  with  the  provisions  of  the  ordinance  of 
the  board  of  superv  isors  adopting  the  said  schedule,  and  the  compen- 
sations set  forth  in  the  budget  estimates,  and  the  annual  salary 
ordinance  and  appropriations  therefor  shall  be  in  accord  therewith. 

Not  later  than  January  15th,  1944,  and  every  five  years  thereafter 
and  more  often  if  in  the  judgment  of  the  civil  service  commission  or 
the  board  of  supervisors  economic  conditions  have  changed  to  the 
extent  that  revision  of  existing  schedules  may  be  warranted  in  order 
to  reflect  current  prevailing  conditions,  the  civil  service  commission 
shall  prepare  and  submit  to  the  board  of  supervisors  a schedule  of 
compensations  as  in  this  section  provided.  A schedule  of  compensa- 
tions or  amendments  thereto  as  provided  herein  which  is  adopted  by 
the  board  of  supervisors  on  or  before  April  1st  of  any  year  shall 
become  effective  at  the  beginning  of  the  next  succeeding  fiscal  year 
and  a schedule  of  compensations  or  amendments  thereto  adopted  by 
the  board  of  supervisors  after  April  1st  of  any  year  shall,  not  become 
effective  until  the  beginning  of  the  second  succeeding  fiscal  year.  The 
board  of  supervisors  shall  appropriate  twelve  thousand  five  hundred 
dollars  ($12,500)  to  the  civil  service  commission  to  be  known  as  the 
salary  survey  fund  and  to  be  used  exclusively  for  defraying  the  cost 
of  surveys  of  wages  in  private  employment  and  in  other  government- 
al jurisdictions  and  making  reports  and  recommendations  thereon 
and  publication  thereof  as  herein  provided.  No  expenditures  shall  be 
made  therefrom  except  on  authorization  of  board  of  supervisors.  In 
the  event  of  the  expenditure  of  any  of  said  funds,  the  board  of 
supervisors  in  the  next  succeeding  annual  budget  shall  appropriate  a 
surr  sufficient  to  reimburse  said  salary  survey  fund. 

Where  compensations  for  services  commonly  paid  on  an  hourly  or 
a per  diem  basis  are  established  on  a weekly,  semi-monthly  or 
monthly  salary  basis  for  city  and  county  service,  such  salary  shall  be 
based  on  the  prevailing  hourly  or  per  diem  rate,  where  this  can  be 
established,  and  the  application  thereto  of  the  normal  or  average 
hours  or  days  of  actual  working  time,  in  the  city  and  county  service, 
including  an  allowance  for  annual  vacation. 
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8.402  Compensation  of  Teachers,  Part-Time  Employees  and 
Certain  Other  Groups 

Compensations  of  the  teaching  and  other  technical  forces  of  the 
school  department  and  employees  of  the  Steinhart  Aquarium  and 
law  library  departments,  construction  employees  engaged  outside  of 
the  city  and  county,  part-time  employees,  and  inmate  and  institu- 
ional  help  receiving  less  than  fifty  dollars  ($50)  per  month,  shall  be 
fixed  by  the  department  head  in  charge  thereof,  with  the  approval  of 
the  board  or  commission,  if  any,  in  charge  of  the  department 
concerned  and  subject  to  the  budget  and  appropriation  provisions  of 
this  charter;  provided  that  part-time  employees  shall  be  recorded  as 
such  by  a principal  executive,  only  with  approval  of  the  civil  service 
commission  and,  when  so  recorded,  shall  be  noted  as  part-time  on 
payrolls,  budget  estimates,  salary  ordinance  and  similar  documents. 


8.403  Rates  of  Pay  for  Trades  and  Crafts 

whene'  ^‘charter  wwewment  I establish  a rate  of  pay  for  such 
groups  o ^ proposition  "B"  tive  bargaining  agreements  with 

6 f Describing  and  setting  forth  rf 

employer:  a proposal  to  the  qualified  elec-  or  cralts,  and  such  rate  is  recog- 
echand  anH  rn"n*“ 

ing  such . ueicl„,e 

commissit  from,  relating  to  the  rates  of  pay  -ate  is  generally  prevailing  for  such 

for  trades  and  crafts.  . • c r>  r • ° 

groups  or  me  Board  of  Supervisors  ofment  m ban  rrancisco  pursuant  to 
collective  Fiasco  hereby  submits0,to  me  he  board  of  supervisors  shall  have 
the  powe  qualified  electors  of  said  city  y to  fix. such  rate  of  pay  as  the 
r and  county  at  an  election  to  be  / / r / . 

compensa  held  therein  on  N?_vembeiL_4.id  crafts  engaged  in  the  city  and 
^county  se  Chapter  of°saicf  city  an^county  fixed  by  the  board  of  supervisors 
shall  be  d . °5 f r^tes  of  pay  certified  by  the  civil 
• service  commission  on  or  pnor  to  April  1st  of  each  year  and  shall  be 
effective  July  1st  following;  p^vicled,  that  the  civil  service  commis- 
sion shall  review  all  such  agreements  as  of  July  1st  of  each  year  and 
certify  to  the  board  of  supervisors  orKor  before  the  second  Monday 
of  July  any  modifications  ixT  rates  of  pay.established  thereunder  for 
such  crafts  or  groups  as  herein  provided.  The  board  of  supervisors 
shall  thereupon  revise  the  rates  of  pay  for^such  crafts  or  groups 
accordingly  and  the  said  revised  rates  of  pay  so  fixed  shall  be 
effective  from  July  1st  of  the  fiscal  year  in  whicn\uch  revisions  are 
determined.  / 

Should  the  budget  estimates  of  the  several  departments  be  filed 
with  the  controller  or  transmitted  to  the  mayor  befor^xany  such 
report  of  said/ civil  service  commission  is  received  by  the  board  of 
supervisors y/the  head  of  each  department  affected  by  such  report 
may  amend  its  budget  estimate  to  comply  with  the  provisions  of 
such  report. 
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Not  later  than  the  25th  day  of  July  in  each  year  the  board  of 
supervisors  shall  have  power  and  it  shall  be  its  duty,  subject  to  the 
fiscal  provisions  of  the  charter  but,  without  reference  or  amendment 
to  the  annual  budget,  to  amend  the  annual  appropriation  ordinance 
and  the  annual  salary  ordinance  to  include  the  provisions  necessary 
for  paying  the  rates  of  compensation  fixed  by  the  board  of 
supervisors  as  in  this  section  provided  for  the  then  current  fiscal  year. 

8.404  Salaries  and  Benefits  of  Carmen 

The  wages,  conditions  and  benefits  of  employment  as  provided  for 
in  this  section  of  the  various  classifications  of  employment  of 
platform  employees  and  coach  or  bus  operators  of  the  municipal 
railway  as  compensation,  shall  be  determined  and  fixed  annually  as 
follows: 

(a)  On  or  before  the  first  Monday  of  August  of  each  year,  the  civil 
service  commission  shall  certify  to  the  board  of  supervisors  for  each 
classification  of  employment  the  average  of  the  two  highest  wage 
schedules  in  effect  on  July  1st  of  that  year  for  comparable  platform 
employees  and  coach  or  bus  operators  of  other  surface  street  railway 
and  bus  systems  in  the  United  States  operated  primarily  within  the 
municipalities  having  each  a population  of  not  less  than  500,000  as 
determined  by  the  then  most  recent  census  taken  and  published  by' 
the  director  of  the  census  of  the  United  States,  and  each  such  system 
normally  employing  not  less  than  four  hundred  (400)  platform 
employees  or  coach  or  bus  operators,  or  platform  employees,  coach 
and  bus  operators. 

(b)  The  board  of  supervisors  shall  thereupon  fix  a wage  schedule 
for  each  classification  of  platform  employees  and  coach  and  bus 
operators  of  the  municipal  railway  which  shall  not  be  in  excess  of  the 
average  of  the  two  highest  wage  schedules  so  certified  by  the  civil 
service  commission  for  each  such  classification. 

(c)  When,  in  addition  to  their  usual  duties,  such  employees  are 
assigned  duties  as  instructors  of  platform  employees  or  coach  or  bus 
operators  they  shall  receive  twenty  cents  (20^)  per  hour  in  addition 
to  the  rate  of  pay  to  which  they  are  otherwise  entitled  under  the 
wage  schedule  as  herein  provided. 

(d)  The  rates  of  pay  fixed  for  platform  employees  and  coach  and 
bus  operators  as  herein  provided  shall  be  effective  from  July  1st  of 
the  year  in  which  such  rates  of  pay  are  certified  by  the  civil  service 
commission. 

(e)  The  terms  wage  schedule  and  wage,  schedules  wherever  used  in 
this  section  are  hereby  defined  and  intended  to  include  only  the 
maximum  rate  of  pay'  provided  in  each  such  wage  schedule. 
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(f)  At  the  time  the  board  of  supervisors  fixes  the  wage  schedule  as 
provided  in  (b)  above,  the  board  of  supervisors  may  fix  as  conditions 
and  benefits  of  employment  other  than  wages  as  compensation  for 
platform  employees  and  coach  or  bus  operators  of  the  municipal 
railway,  conditions  and  benefits  not  to  exceed  those  conditions  and 
benefits  granted  by  collective  bargaining  agreements  to  the  compar- 
able platform  employees  and  coach  or  bus  operators  of  the  two 
systems  used  for  certification  of  the  average  of  the  two  highest  wage 
schedules  by  the  civil  service  commission.  The  board  of  supervisors 
may  establish  such  conditions  and  benefits  notwithstanding  other 
provisions  or  limitations  of  this  charter,  with  the  exception  that  such 
conditions  and  benefits  shall  not  involve  any  change  in  the  adminis- 
tration of,  or  benefits  of  the  retirement  system,  health  service  system 
or  vacation  allowances  as  provided  elsewhere  in  this  charter.  For  all 
purposes  of  the  retirement  system  as  related  to  this  section,  the  word 
“compensation”  as  used  in  section  8.529  of  this  charter  shall  mean 
the  “wage  schedules”  as  fixed  in  accordance  with  paragraphs  (a)  and 
(b)  above,  including  those  differentials  established  and  paid  as  part  of 
wages  to  platform  employees  and  coach  and  bus  operators  of  the 
municipal  railway,  but  shall  not  include  the  value  of  those  benefits 
paid  into  the  fund  established  as  herein  provided.  Provided  that  when 
in  the  two  systems  used  for  certification  as  provided  above,  vacation, 
retirement  and  health  service  benefits  are  greater  than  such  similar 
benefits  provided  by  this  charter  for  platform  employees,  coach  or 
bus  operators  of  the  municipal  railway,  then  an  amount  not  to 
exceed  tl-,e  difference  of  such  benefits  may  be  converted  to  dollar 
values  and  the  amount  equivalent  to  these  dollar  values  shall  be  paid 
into  a fund.  The  fund  shall  be  established TtorecHve~~aficT  to 
administer  said  afnounts  representing  the  differences  in  values  of  the 
vacation,  retirement  and  health  service  benefits,  and  to  pay  out 
benefits  that  shall  be  jointly  determined  by  representatives  of  the 
city  and  county  government  and  the  representatives  of  the  organized 
platform  employees  and  coach  and  bus  operators  of  the  municipal 
railway.  The  civil  service  commission  shall  adopt  rules  for  the 
establishment  and  general  administration  of  the  fund  as  herein 
provided.  Such  rules  shall  provide  for  a join*  administration'  of  the 
fund  by  representatives  of  the  city  and  county  government,  which 
shall  include  representatives  of  the  administrator  of  the  agency 
responsible  for  the  municipal  railway  and  representatives  of  the 
organized  platform  employees,  coach  and  bus  operators  of  the 
municipal  railway.  Such  rules  may  provide  a procedure  for  final  and 
binding  arbitration  of  disputes  which  may  arise  between  representa- 
tives of  the  city  and  county  government  and  the  representatives  of 
the  organized  platform  employees  and  coach  and  bus  operators  of 


'Ty ’ ' ' ^frnrr  • ^ rj~yr -r -’^rnr — r-rrj  j j | “iyv!fn T"’ 

‘V  v’*‘-  V'  ;:T  V'  - *: 

-'V  v *-.  ■ 


7-1*  • 


i7 


Section  8.405  is  amended  to  read  as  follows: 
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8^.405  Salaries  of  Uniformed  Forces  in  the  Police  and 
Fire  Departments 

(a)  Not  later  than  the  1st  day  of  August  of.  each  year,  the  civil 
service  commission  shall  survey  and  certify  to  the  board  of  super- 
b-visors rates  of  compensation  paid  police  officers  or  patrolmen  employed 
in  the  respective  police  departments  in  all  cities  of  350,000  popuia- 
^tion  or  over  in  the  State  of  California,  based  upon  the  latest  federal 
‘'-decennial  census.  For  the  purpose  of  the  civil  ser  ice  commission 1 s 
survey  and  certification  the  rates  contained  in  said  certification 
-^shall  be  the  average  of  the  maximum  rates  paid  to  each  police  officer 
*or  patrolman  classification  performing  the  same  or  . essentially  the 
; -«ajne  duties  as  police  officers  or  patrolmen  in  the  City  and  County 
-of  San  Francisco. 

Thereupon  the  board  of  supervisors  shall  have  power,  and  it  shall 
die  its  duty,  by  ordinance,  to  fix  rates  of-  compensation  for  the  me  ru- 
bbers of  the  police. department  whose  annual  compensations  are  set  forth 
-in  section  3.531  of  this  charter  and  said  rates  shall  be  in  lieu  of 
. ;said  annual,  compensations  and  shall  be  effective  from  the  1st  day  of 
.July  of  the  current  fiscal  year. 

-fThe  rates  of  compensation,  fixed  in  said  ordinance, 

(1)  for  the  fourth  year  of  service  and  thereafter  for  police 
-.-‘Officers.  police  patrol  drivers  and  women  protective  officers  the 

-compensation  shall  be  fixed  at  a rate  which  is  the  average  maximum 
-wage  paid  to  the  police  officers  or  patrolmen  classifications  in 
□regular  service  in  the  cities  included  in  the  certified  report  of  the 
^civil  service  commission.  "Average  wage"  as  used  in  this  paragraph 
"shall  mean  the  sum  of  the  maximum  averages  certified  by  the  civil 
; -service  commission  divided  by  the  number  of  police  officer  classifi- 
cation in  cities  in  said  certification; 

(2)  for  the  first,  second  and  third  year 'of  service  for  police 
•officers,  police  patrol  drivers  and  women  protective  officers  shall 
-be  established  in  accordance  with  the  general  percentage . differential 

--between  seniority  steps  found  in  the  salary  ranges  included  in  the  cities 
certified  by  the  civil  service  commission  for  the  same  class; 

(3)  for  said  members  of  the  police  department  other  than  police 
officers,  police  patrol  drivers  and  women  protective  officers  shall 
include  the  same  per  cent  of  adjustment  as  that  established  by  said 
ordinance  for  police  officers  in  the  fourth  year  of  service;  and 

(4)  . shall  be  set  at  the  dollar  amount  nearest  the  fractional 
-Amount  which  may  result  from  percentage  adjustment  specified  in  this  • .. 
section,  half  dollars  being  taken  to  the  next  higher  dollar  amount.  ' "* 

The  rates  of  compensarion  set  forth  in  the  budget  estimates,  the 
budget  and  the  annual  salary  ordinance  shall  be  those- fixed  by. the 
board  of  supervisors  as  in  this  section  provided  and  appropriations 
therefor  shall  be  based  thereon. 

The  expression  "rates  of  compensation",  as  used  in  this  section 
in  relation  to  said  survey,  is  hereby  declared  to.  apply  only  to  a . 
basic  amount  of  wages,  with -included  range  scales,  and  docs  not 
-.-include  such  working  benefits  as  might  be  set  up  by  any  other  city 
by  way  of  holidays,  vacations,  other  permitted  absences  of  any  type 
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whatsoever,  overtime,  night  or  split  shift,  or  pay. for  specialized 
services  within  a classification  or  rank,  or  other  premium  pay  dif- 
ferentials of  any  type  whatsoever.  The  foregoing  enumeration  is  not 
exclusive,  but  is  is  the  intent  of  this  section  that  nothing  other 
than  a basic  amount  of  wages , with  included  range  scales,  is  to  be 
included  within  the  meaning  of  "rates  of  compensation". 

Working  benefits  and  premium  pay  dif f erential . of  any  type  shall 
be  allowed  or  paid  to  members  of  the  police  department  referred  to 
herein  only  as  is  otherwise  provided  in  this  charter. 

’■  For  all  purposes  of  the  retirement  system,  the  expression  "rates 
of  compensation"  as  used  in  this  section,  shall  mean  "salary  attached 
' to  the  rank"  as  used  in  section  166-.  of  the  charter  of  1932,  as  amended, 
and,  with  the  addition  of  fifteen  dollars  per  month  now  provided  in 
subsection  (b)  with  respect  to  members  assigned  to  two-wheel  motor- 
cycle traffic  duty,  shall  also  mean  "compensation  earnable"  as  used 
in  section  8.549. 

The  term  "police  officers  or  patrolmen"  as  used  in  this  section 
shall  mean  the  persons  employed  in  the  police  departments  of  said 
cities  of  350,000  population  or  over  or  of  the  City  and  County  of  San 
Francisco,  to  perform  substantially  the  duties  being  performed  on  the 
effective  date  of  this  section  by  police  officers,  police  patrol 
drivers  and  women  protective  officers  in  the  San  Francisco  Police 
Department . 

In  determining  years  of  service  necessary  .for  a police  officer, 
woman  protective  officer  and  police  patrol  driver  to  receive  the 
annual  compensation  as  provided  for  herein,  service  rendered  prior 
to  the  effective  date  of  this  amendment  shall  be  given  full  credit 
and  allowed. 

The  absence  of  any  police  officer,  woman  protective  officer,  or 
police  patrol  driver  on  military  leave,  as  defined  by  section  8.361 
of  this  charter,  shall  be  reckoned  a part  of  his  service  under  the 
city  and  county,  for  the  purpose  of  computing  years  of  service  in  ' 
gaining  added  compensation  as  provided  for  herein. 

On  the  recommendation  of  the  chief  of  police,  the  commission 
may  reward  any  member  of  the  department  for  heroic  or  meritorious  con- 
duct . The  form  Ojl  aiiiDiUut  of  said  reward  to  be  discretionary  with  the 
^commission,  but  not  to  exceed  one  month’s  salary  in  any  one  instance. 

If  any  member  of  the  department  appointed  as  an  assistant  inspec- 
tor is  a sergeant  at  the  time  of  the  appointment  or  is  appointed  a 
sergeant  thereafter,  he  shall  receive  the  rate  of  compensation  attached 
to  the  rank  of  sergeant. 

(b)  Not  later  than  the  1st  day  of  August  of  each  year  the  civil 
service  commission  shall  survey,  and  certify  to  the  board  of  super-  *■ 
.visors,  additional  rates  of  pay  paid  to  members  assigned  to  two- 
- -wheel  motorcycle  traffic  duty  in  the  respective  police  departments  of 
all  cities  of  350,000  population  or  over  in  the  State  of  California, 

. based  upon  the  latest  decennial  census.  For  the  purpose  of  the  civil 
"service  commission's  survey  and  certification  the  additional  rates 
for  two-wheel  motorcycle  traffic  duty  shall  include  the  average  additional 
amount  paid  to  members  assigned" to  two-wheel  motorcycle  traffic  duty  in 
the  cities  surveyed.  . 
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Thereupon  the  board  of  supervisors  shall  have  power,  and  it  shall 
he  its  duty,  by  ordinance,  to  fix  the  additional  rate  of  pay  for  the’’ 
^-members  of  the  police  department  who  are  assigned  to  two -wheel  motor-  • 
cycle  traffic  duty.  The  additional  rate  of  pay  will  be  determined  by 
the  average  additional  wage  paid  to  members  in  regular  service  in  the 
cities  included  in  the  certified  report  of  the  civil  service  commission 
-who  are  assigned  to  two-wheel  motorcycle  traffic  duty.  "Average  wage" 
as  used  in  this  paragraph  shall  mean  the  sum  of  the  additional  rates 
of -pay  certified  by  the  civil  service  commission  divided  by  the  number 
of  cities  in  said  certification.  Said  additional  rates  shall  be  in  lieu 
of  said  annual  compensations  and  shall  be  effective  from  the  first  day 
of  July  of  the  current  fiscal  year.  . . * - ■'  . 

Said  rate  of  pay  shall  be  in  addition  to  the  rate  of  compensa- 
tion provided  for  in  subsection  (a) . 

In  no  event  shall  the  additional  rate  so  fixed  be  less  than 
$15.00  per  month. 

(c)  Not  later  than  the  1st  day  of  August  of  each  year,  the  civil 
"Service  commission  shall  survey  and  certify  to  the  board  of. super- 
visors rates  of  compensation  paid  firemen  employed  in  the  respective 
fire  departments  of  all  cities  of  350,000  population  or  over  in  the 
State  of  California,  based  upon  the  latest  federal  decennial  census. 

For  the  purpose  of  the  civil  service  commission  d survey  and  certifica- 
tion the  rates  contained  in  said  certification  shall  be  the  average  of 
the  maximum  rates  paid  to  each  fireman  classification  performing 
the  same  or  essentially  the  same  duties  as  firemen  in  the  City  and 
•County  of  San  Francisco. 

Thereupon  the  board  of  supervisors  shall  have  the  power,  and  it 
shall  be  its  duty,  by  ordinance,  to  fix  rates  of  compensation  for  the 
members  of  the  fire  department  whose  annual  compensations  are  set  forth 
or  otherwise  provided  in  section  3.542  of  this  charter,  and  said  rates 
shall  be  in  lieu  of  said  annual  compensations  and  shall  be  effective 
from  the  1st  day  of  July  of  the  current  fiscal  year. 

The  rates  of  compensation,  fixed,  in  said  ordinance, 

(1)  for  the  .fourth  year  of  service  and  thereafter  the  rate  of 
compensation  shall  be  fixed  at  a rate  which  is  the  average  of  the 
maximum  compensation  paid  firemen  classifications  in  regular  service 
.in  the  cities  included  in  the  certified  report" of  the  civil  service 
commission.  "Average  wage"  as  used  in  this  paragraph  shall  mean  the 
sum  of  the  maximum  averages  certified  by  the  civil  service  commission 
divided  by  the  number  of  firemen  classifications  in  cities  in 
.said  certification;  • 

; (2)  for  the  first,  second  and  third  year  of  service  for  firemen 

. diall  be  established  in  accordance  with  the  general  percentage  differ- 
ential between  seniority  steps  found  in  the  salary  ranges  included  in 
the  cities  certified  by  the  civil  service  commission  for  the  same  class 

(3)  for  said  members  of  the  fire'  department  other  than  firemen 
shall  include  the  same  per  cent  of  adjustment  as  that  established  by 

esaid  ordinance  for  firemen  in  the  fourth  year  of  service;  and 

(4)  shall  be  set  at  the  dollar  amount  nearest  the  fractional 
.amount  which  may  result  from  percentage  adjustment  specified  in  this 
section,  half  dollars  being  taken  to  the  next  higher  dollar  amount. 
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The  expression  “rates  of  compensation”  as  used  in  this  section, 
dLn  relation  to  said  survey,  is  hereb}*-  declared  to  apply  only  to  a 
^basic  amount  of  wages,  with  included  range  scales,. and  does  not  in- 
clude such  working  benefits  as  might  be  set  up  by  any  other  city 
by  way  of  holidays,  vacations,  other  permitted  absences  for  any  type 
-^whatsoever , overtime,  night  or  split  shift,  or  pay  for  specialized 
.-^service  s wit nm  a ctassiLiicatiGn  or  rank,  or  other  premium  pay 
•^differentials  of  any  type  whatsoever.  The  foregoing  enumeration  is 
unot:  exclusive,  but ' it  is  the  intent  of  this  section  that  nothing 
-j-other  than  a basic  amount  of  wages,  with  included  range  scales,  is  to 
^be  included  within  the  meaning  of  ,:rates  of  compensation”. 

Working  benefits  and  premium  pay  differentials  of  any  type  shall 
- he  allowed  or  paid  to  members  of  the  fire  department  referred  to  herein 
x>nly  as  is  otherwise  provided  in  this  charter. 

For  all  purposes  of  the  retirement  system,  the  expression  "rates 
of  compensation”,  as  used-  in  subsections  (c)  and  (d)  of  this  section 
^shall  mean  "salary  attached  to  the  rank”  as  used  in  section  169  of 
the  charter  of  1932,  as  amended  and  "compensation  earnable"  as  used 
dn  section  8.549. 

The  terra  "firemen”  as  used  in  this  section  shall  mean  the  per- 
sons employed,  in  the  fire  departments  of  said  cities  of  350,000  popu- 
lation or  over  or  of  the  City  and  County  of  San  Francisco,  to  perform 
.-substantially  the  duties  being  performed  on  the  effective  date  of  this- 
- ■section  by  drivers,  stokers,  tillermen,  truckmen,  or  hosemen,  in 
-'the  San  Francisco  Fire  Department. 

The  expression  "members  of  the  fire  department"  does  not  include 
'^members  of  the  fire  commission. 

The  absence  of  any  officer  or  member  of  the  .fire  department  on 
military  leave  of  absence,  as  defined  by  section  8.361  of  this  charter 
-shall  be  reckoned  a part  of  his  sendee  under  the  city  and  county, 
for  the  purpose  of  computing  years  of  service  in  gaining  added  com- 
pensation as  provided  in  this  charter.  • , 

On  the  recommendation  of  the  chief  of  department,  the  commission 
may  reward  any  officer  or  member  of  the  department  for  heroic  or  meri- 
torious conduct,  the  form  or  amount  of  said "award  to  be  discretionary 
vith  the  fire  commission,  but  not  to  exceed  one  month's  salary  in  any 
*«ne  instance. 

' The  rates  of  compensation  for  the  ranks  of  captain,  bureau  of 

dfire  prevention  and  public  safety,  and  lieutenant,  bureau  of  fire 
'prevention  and  public  safety,  and  lieutenant , bureau  of  fire  investi- 
gation, shall  be  thirteen  per  cent  (137.)  above  the  compensation  estab- 
lished for  the  ranks  of  captain  and  lieutenant  as  provided  for  in  thin 
section.  The  rates  of  compensation  for  the  ranks  of  inspector,  jjurt'au 
of  fire  prevention  and  public  safety,  and  investigator,  bi^reau  of  fire 
investigation,  shall  be  ten  per  cent  (10%)  above  the  compensation  estab- 
lished for  the  rank  of  chiefs  operator  as  provided  for  in  this  section. 
’The  rate  of  compensation  shall  be  set  at  the  dollar  amount  nearest  the 
fractional  amount  which  may  result  from  percentage  adjustment  specified 
in  this  subsection,  half  dollars  being  taken  to. the  next  higher  dollar 
amount . 
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(d)  The  rates  of  compensation  fixed  pursuant  to  the  provisions  of 
' subsection  (a)  (1),  (2)  and  (3)  and  the  rates  of- compensation  fixed 

pursuant  to  the  provisions  of  subsection  (c)  (1),  (2)  and'  (3)  shall  be 
the  same.  Such  rates  shall  not  exceed  the  highest  average  rate  of 
-compensation  fixed  pursuant  to  subsections  (a)  (1),  (2)  and  (3)  and 

• (c)  (1),  (2)  and  (3)  above,  whether  it  be  paid  to  police  officers, 
patrolmen  or  firemen;  provided,  further,  that  the  minimum  rate  of  com- 
pensation attached  to  the  rank  of  sergeant  in  -the  police  department 
shall  be  equal  to  the  rate  of  compensation  attached' to  the  rank  of 
JLieutenant  in  the  fire  department. 

(e)  Not  later  than  the  25th  .day  of  August  the  board  of  super- 
visors shall  have  the  power  and  it  shall  be  its  duty,  subject  to  the 
fiscal  provisions  of  the  charter  but,  without  reference  or  amendment 
to  the  annual  budget,  to  amend  the  annual  appropriation  ordinance  and 
the  annual  salary  ordinance  as  necessary  to  include  the  provisions  of 
paying  the  rates  of  compensation  fixed  by  the  board  of  supervisors  as 
in  this  section  provided  for  uniformed  members  o.f  the  police  and  fire 

-departments  for  the  then  current  fiscal  year. 

(f)  Not  later  than  the  1st  day  of  August  of  each  year,  the  civil 
service  commission  shall  determine  and  certify  to  the  board  of  super- 
visors the  percentage  of  increase  or  decrease  in  the  cost  of  living 
during  the  twelve-month  period  ending  March  31st  of  that  same  year  as 

/shown  by  the  Consumer  Price  Index,  All  Items,  San  Francisco,  and  the 
-percentage  of  increase  or  decrease  in  the  cost  of  living  during  the 
-same  period  as  shown  by  the  Consumer  Price  Index,  All  Items,  in  the 
-cities  included  in  the  certified  report  of  said  commission.  The  Con- 
, jsumar  Price  Index  referred  to  herein  is  defined  as'  that  certain  index 
issued  by  the  U. S.  Bureau  of  Labor  Statistics  and  published  in  the 
- Monthly  Labor  Review  or  a successor  publication.  In  the  event  the  U.S. 

* Bureau  of  Labor  Statistics  discontinues  the  compilation  anu  publication 
-of  said  indexes,  the  board  of  supervisors  shall  have  the  power,  and  it 
•.shall  be  its  duty,  to  -appoint  a statistical  fact  finding  committee  to 

--determine  the  same  data  pursuant  to  the  methods  theretofore  used  by  the 
U.S.  Bureau  of  Labor  Statistics.  The  cost  of  livipg  adjustments  as 
thereinafter  provided  shall  be  based  upon  the  percentage  of  such 
--increases  or  decreases.  The- board  of  supervisors  may,  in  addition  to 
-the  rates  of  compensation  as  established  herein,  and  at  the  same  time 
.said  rates  of  compensation  are  established,  increase  said  rates  of 
^compensation  by  an  amount  equal  to  the  difference  between- =the  average 
<cost  of  living  increase  of  the  cities  included;  in  the  certified  report 
of  the  civil  service  commission  and  the  actual"  ccfert'  of  living  increase 
--for  San  Francisco.  In  the  event  the  board  .of  supervisors  elects  not  to 
grant  such  cost  of  living  increase  "in  any  year  in  which  any  such 
-increase  might  be  granted,  the  board 'of  supervisors  shall,  upon  a 
-written  request  filed  with  the  clerk  of  the  board  of  - supervisors  not 
later  than  the  10th  day  of  September  of  said  year  by  representatives  of 
“the  uniformed  members  of  the  police  and  fire  departments,  as  designated 
Uy  the  police  and  fire  commissions,  respectively,  submit  the  question  of 
.said  cost  of  living  increase  to  the  qualified  electors  of  the  city  and 
^county  at  the  next  succeeding  citywide  election.  In  the  event  said 
-cost  of  living  increase  is  approved  by  a majority  of  the  qualified 
.electors  voting  thereon,  said  cost  of  living  increase  shall  be  effec- 
tive as  of  the  first  day  of  the  then  current  fiscal' year. 
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(g)  Notwithstanding  any  of  the  provisions  contained  in  this  sec- 
tion, no  uniformed  member  of  the  police  or  fire  department  employed 
-before  July  1,  1976  whose  compensation  is  fixed  pursuant  to  the  formula 
contained  herein,  shall  suffer  a salary  reduction  by  the  application 
of  any  new  compensation  schedules,  and  the  rates  for  fiscal  year 
1975-76  shall  continue  \mtil  such  time  as  the  new  schedules  equal  or 
^exceed  the  current  salary  increment  schedules;  provided,  however,  that 
such  time  shall  not  be  extended  beyond  June  30,  1979,  and  provided 
.further  that  this  prohibition  against  reduction  of  compensation  for 
the  designated  employees  shall  not  be  deemed  to  supersede  the  provi- 
sions of  section  8.406  of  this  charter. 
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8.407  Definition  of  Generally  Prevailing  Rates  of  Wages 

Notwithstanding  any  provision  of  section  8.401  or  any 
provision  of  any  other  section  of  this  charter  to  the  con- 
trary, generally  prevailing  rates  of  salaries  and  wages  for 
those  employees  covered  by  section  8.401  of  the  charter  shall 
be  determined  by  the  civil  service  commission  as  set  forth 
below. 

The  civil  service  commission  shall  conduct  a comprehen- 
sive investigation  and  survey  of  basic  pay  rates  and  wages 
and  salaries  in  other  governmental  jurisdictions  and  private 
employment  for  like  work  and  like  service,  based  upon  job 
classifications  as  provided  in  section  3.6G1  of  this  charter 
and  shall  make  its  findings,  based  on  facts  and  data  col- 
lected, as  to  what  are  the  generally  prevailing  basic  pay 
rates  for  each  benchmark  class  of  employment  solely  in 
the  manner  hereinafter  provided.  A benchmark  class  is  de- 
fined as  a “key  class"  within  an  occupational  grouping  se- 
lected as  the  ciass  for  which  a representative  sample  of  data 
will  be  collected.  , 

Basic  pay  rate  data  for  public  and  private  employment 
shall  be  collected  solely  from  the  Bay  Area  counties  of  Ala- 
meda, Contra  Costa,  Marin,  San  ’Mateo,  San  Francisco  and 
Santa  Clara;  provided,  however,  that  for  any  benchmark 
class  of  employment  for  which  the  civil  service  commission 
determines  there  is  insufficient  data  from  Bay  Area  public 
jurisdictions  the  commission  shall  survey  major  public 
agencies  in  the  state  employing  such  class,  major  public 
agencies  to  be  defined  as  those  employing  more  than  3,000 
persons. 

The  commission  shall  collect  basic  pay  rate  data  for  like 
work  and  like  service  from  Bay  Area  public  jurisdictions  as 
follows: 

(a)  The  counties  of  Alameda,  Conta  Costa,  Marin,  San 
Mateo  and  Santa  Clara. 

(b)  The  ten  most  populous  cities  in  these  five  Bay  Area 
counties  based  on  the  latest  federal  decennial  census. 

(c)  Agencies  of  the  state  and  federal  governments  and 
from  school  districts  and  other  special  districts  in  the  six 
-Bay  Area  counties  as  determined  by  the  civil  service  com- 
mission. The  commission  shall  collect  private  basic  pay  rate 
data  from  recognized  governmental  Bay  Area  salary  and 
wage  surveys  of  private  employers  in  the  city  and  county 
of  San  Francisco,  Alameda,  Contra  Costa,  Marin,  San  Mateo 
and  Santa  Clara  counties.  The  data  collected  shall  be  limited 
to  rates  of  pay  and  salaries  actually  being  paid  by  private 
employers  for  like  work  and  like  service. 

The  term  “prevailing  rates  of  wages”  for  employees  gov- 
erned by  charter  section  8.401  and  this  section  shall  be  de- 
fined as  the  rate  ranges  developed  from  the  weighted  aver- 
age of  the  midpoint  of  the  basic  pay  rates,  excluding  fringe 
benefits,  for  surveyed  public  employments  and  the  median 
of  the  pay  rates  for  private  employment  to  be  determined 
as  follows : 

(1)  multiply  the  medians  from  the  private  and  the  mid- 
points from  public  employments  data  base  by  the  number 
of  employees  in  the  given  classification  from  each  data  base ; 


(2)  add  the  products  of  (1) ; 


ploy  res  surveyed  for  that  classification ; and  1 7 of 

(4)  extend  this  figure  by  10  percent  to  establish  the 
maximum  of  the  range  and  reduce  this  figure  by  10  percent 
to  establish  the  minimum. 

When  fixing  rates  of  compensation  the  board  of  super- 
visors shall  fix  basic  pay  rates  as  close  as  reasonably  possible 
to  prevailing  rates,  provided,  however,  that  the  board  of 
supervisors  shall  not  set  the  maximum  rate  of  pay  for  any 
class  in  excess  of  the  maximum  prevailing  rate  for  that 
class;  provided  further,  however,  that  no  employee  shall 
have  his  basic  pay  rate  reduced  to  conform  to  prevailing 
rates  except  as  provided  for  in  section  8.406.  For  those 
classifications  of  employment  in  which  the  practice  is  cus- 
tomary, the  schedules  of  compensation  shall  provide  for 
minima,  not  less  than  three  intermediate,  and  maxima 
salary  steps  and  for  a method  of  advancing  the  salaries  of 
employees  from  minimum  to  intermediate  to  maximum 
with  due  regard  for  seniority  of  service. 

The  term  “basic  pay  rate”  as  used  in  this  section  is  hereby 
defined  as  applying  only  to  the  basic  rate  of  wages,  with 
included  range  scales,  and  does  not  include  any  other  bene- 
fits of  employment  or  working  condition  benefits. 

It  is  the  declared  intent  of  the  qualified  electors  of  the 
city  and  county  that  the  board  of  supervisors  has  no  power 
to  provide  any  benefits  of  employment  except  those  already' 
provided  for  in  the  charter  and  any  addition,  deletion,  or 
modification  of  benefits  of  employment  shall  be  submitted, 
as  a charter  amendment,  to  the  qualified  electors  of  the 
city  and  county.  The  qualified  electors  expressly  state  that 
they  understand  that  benefits  of  employment  are  sometimes 
referred  to  as  “fringe  benefits”  of  employment  and  the 
qualified  electors  expressly  reserve  the  right  to  either  grant 
or  deny  such  benefits  except  those  conditions  of  employment 
commonly  referred  to  as  “working  conditions”.  Any  refer- 
ence to  “working  conditions”  shall  mean  those  compensa- 
tions which  must  necessarily  be  provided  in  order  for  the 
employee  to  perform  his  job  description  duties  efficiently  and 
safely,  and  shall  include  but  not  be  limited  to  such  working 
conditions  and  benefits  as  are  typically  included  in  the  ad- 
ministrative provisions  of  the  salary  standardization  ordi- 
nance and  the  salary  ordinance. 

The  board  of  supervisors,  in  its  discretion,  may  provide 
working  condition  benefits  for  employees  covered  under  this 
section  and  section  8.401  of  this  charter  only  in  accordance 
with  the  following  provisions: 

(a)  The  civil  service  commission  must  determine,  certify 
and  recommend  to  the  board  of  supervisors  that  the  work- 
ing condition  benefit  is  equitable  or  necessary  for  the  effi- 
cient and  safe  performance  of  the  employee's  duties  as 
enumerated  in  his  job  description. 


(b)  The  working  condition  benefit,  as  recommended  by 
the  civil  service  commission,  is  substantially  comparable 
for  like  work  and  like  service  to  that  provided  for  the  job 
classification  and  is  provided  to  not  less  than  50  percent 
of  the  employees  of  the  class  in  the  jurisdictions  covered 
by  the  salary  survey.  Prop  " D*»  il/2/76 
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APPENDIX  I 
Page  1 of  7 

Discussion  of  Statistical  Techniques  Used  in  BAESC  Survey 

The  BASSO  survey  is  conducted  on  a random  sampling  Basis. 

The  sample  is  stratified  by  type  of  industry  ( Manufacturing, 
Transportations ■, and  Utilities,  Trades,  Finance,  Services  ) and 
number  of  employees.  The  probability  of  selection  of  a firm  is 
determined  by  the  firm's  size.  Larger  firms  are  therefore 
represented  in  a greater  proportion  than  smaller  firms.  The  number  of 
employed  persons  surveyed  for  each  BASSO  benchmark  is  weighted 
according  to  the  surveyed  firm's  probability  of  selection  within  a 
given  size  and  type.  According  to  BASSO,  this  procedure  generates 
an  unbiased  estimate  of  the  total  number  of  employees  for  each 
benchmark  position  throughout  the  Bay  Area  counties. 

Since  private  sector  firms  do  not  always  provide  salary 
"ranges"  as  do  public  jurisdictions,  statistics  generated  from  private 
data  are  of  a different  nature  than  public  salary  data.  BASSO  reports 
median  values  of  the  range  of  salaries  reported,  weighted  averages, 
and  the  "interquartile  range"  representing  the  middle  50%  of  the 
employees  in  each  benchmark  (thus  eliminating  the  bottom  25%  and  the 
top  25%  of  salaries  paid  for  reporting  purposes).  Charter  section 
8.407  requires  that  the  median  value  of  the  private  sector  data, 
representing  the  middle  of  the  distribution  of  salary  data  collected, 
be  used  as  the  multiplier  with  the  BASSO  estimate  of  the  number  of 
employees  for  whom  the  data  applies,  in  order  to  include  private 
data  in  the  calculation  of  salary  mid-points  for  salary  standard- 
ization purposes.  The  median  value  is  felt  to  be  a more  reliable 
statistic  in  describing  the  random  distribution  of  salaries,  than 
the  average  or  "mean"  value  since  the  median  is  less  affected  by 
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extremely  high  or  extremely  low  salaries.  Likewise,  the  City's 
Salary  and  Wage  Survey  report  excludes  high  and  low  extremes 
by  equating  the  first  quartile  value  as  the  minimum  salary 
range  value  (thus  excluding  the  lowest  25  % of  the  salaries) 
and  equating  the  third  quartile  value  as  the  maximum 
salary  range  value  (thus  excluding  the  highest  25  % of  the 

salaries  surveyed).  It  should  be  noted  that  the  use  of  the 
"interquartile  range"  does  not  alter  the  median  value  of  the  random 
sample  used  to  calculate  the  prevailing  rate  of  pay  for  private 
sector  data. 

The  published  BASSC  survey  report  does  not  provide  confidence 
intervals  which  describe  the  possible  effects  of  estimating  errors 
due  to  sampling.  All  inferential  statistics  derived  from 
sampling  procedures  are  subject  to  some  error  of  estimation. 

The  amount  of  error  due  to  sampling  depends  on  the  size  of  the 
sample  relative  to  the  "universe"  or  total  population  from 
which  the  sample  was  drawn.  At  the  request  of  the  Bureau  of  the 
Budget,  BASSC  has  released  the  standard  error  of  estimation  for  each 
benchmark  position  surveyed.  Also,  the  Bureau  of  the  Budget  has 
reviewed  the  test  statistic  and  specific  formula  utilized  by 
BASSC  to  compute  standard  errors.  As  a result  of  this  review, 
the  Bureau  of  the  Budget  has  concluded  that  : 1)  the  test, 
statistic  used  by  BASSC  depends  upon  a "normality"  assumption 
that  does  not  appear  to  hold  true  for  all  positions  surveyed 
and;  2)  the  utilization  of  private  salary  data  from  BASSC  for 
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salary  standardization  purposes  compounds  the  effects  of  two 
sources  of  error  due  to  estimation,  hy  multiplying  the  weighted 
estimate  of  the  number  of  positions  for  each  benchmark  times 
the  estimated  median  derived  from  sampling  procedures. 

A "normality  assumption"  assumes  that  the  population 
from  which  a statistical  sample  is  drawn  is  a normal  dis- 
tribution. A normal  distribution  is  perfectly  symmetrical  and 
all  measures  of  central  tendency  (mean,  median  and  mode)  are 
of  the  same  value.  The  basis  for  this  assumption  is  unknown, 
but  the  likelihood  that  it  would  apply  to  all  the  jobs  surveyed 
by  BASSO  is  highly  questionable. 

If,  in  fact,  the  normality  assumption  were  true  in  all 
cases,  then  the  sample  mean,  rather  than  the  median  as  employed 
at  the  direction  of  Charter  section  8.407,  would  be  a much  more 
desirable  measure  of  central  tendency.  For  symmetrical  dis- 
tributions, such  as  the  normal,  it  can  be  demonstrated  that 
the  sample  mean  tends  to  be  closer  to  the  population  J&ean  than  any 
other  unbiased  estimate  (such  as  the  median)  based  on  the  same 
sample.  In  other  words,  sample  means  are  more  efficient  since 
they  have  a smaller  variance  than  sample  medians. 

The  table  presented  on  the  following  pages  depicts,  for 
informational  purposes,  the  weighted  number  of  private  sector 
positions  for  each  benchmark  (i.e.  the  number  employed  by  Civil 
Service  to  calculate  prevailing  wage  rates)  vs.  the  actual  number 
of  positions  surveyed  by  BASSC;  the  reported  median  and  weighted 
average  for  each  class;  and  BASSC ' s reported  standard  error 
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measure  for  each  benchmark.  In  most  cases,  the  range  of  the 
weighted  average,  taking  into  account  the  standard  error  measure, 
is  relatively  small.  However,  the  standard  error  measure 
employed  cannot  he  considered  valid  unless  the  normality 
assumption  can  also  he  proven  valid. 
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Re-calculation  of  Prevailing  Rates  Using  Special  Construction  Survey  Data 


Source  documents  reveal  that  the  reported  results  for  the 
special  construction  industry  survey  were  stated  in  terms  similar 
to  BASSO  survey  results;  i.e.  that,  with  the  exception  of  the  Car- 
penter benchmark,  which  reported  salaries  on  a flat  rate,  all  crafts 
positions  reported  salary  medians,  weighted  averages,  interquartile 
ranges  and  number  of  positions  surveyed.  However,  when  these  data 
were  entered  into  the  Civil  Service  salary  and  wage  survey  they 
were  utilized  as  flat  rate  data  for  computational  purposes.  Small 
differences  occur  in  the  resulting  combined  weighted  averages 
reported  by  Civil  Service  due  to  this  computational  error  and  are 
illustrated  in  the  following  table. 


COMBINED  WEIGHTED  AVERAGE  OF  PREVAILING  RATES 


Benchmark 


Using  Special  Survey 
data  as  flat  rates 
(as  reported  by  Civil 
Service) . 


Re-computed  Averages 
using  data  as  variable 
rate  (as  reported  in 
special  survey) 


1 . 

7332  Metal  Trades  & 
Related 

$1483  to 

2. 

7345  Electrical  & 
Related 

$1703  to 

3. 

7346  Painter 

$1770  to 

4. 

7347  Plumbing  & 
Related 

$1740  to 

5- 

7514  Laboring  & 
Related 

$1118  to 

$1783 

$1473  to  $1792 

1 

$1913 

$1636  to  $1976 

2 

$1918 

$1633  to  $1941 

3 

$1943 

$1669  to  $2008 

2 

$1307 

$1096  to  $1326 

1_ 

* 1_  - Would  have  slightly  increased  salaries  for  1978-79  over  zero 
increase  granted  by  salary  standardization  ordinance. 

2_  - Would  have  slightly  increased  salaries  over  increases  granted 
by  1978-79  salary  standardization  ordinance. 

3_  - Would  not  have  affected  wage  and  salary  recommendations. 
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City  and  County  of  San  Francisco 


Civil  Smic®  Commission 


Explanations  of  Internal  Adjustments 
By  Civil  Service  Commission  Staff 

July  12,  1978 


Mr.  Harvey  Rose 

Budget  Director  S Analyst 

Board  of  Supervisors 

281  City  Hall 

San  Francisco,  CA  94102 

ATTENTION:  Ken  Bruce 

Associate  Budget  Analyst 

Dear  Mr.  Rose: 

Recommendations  were  made  to  award  internal  adjustments  to 
Class  2948  Senior  Social  Service  Supervisor,  2950  Social  Service 
Division  Supervisor,  and  2969  Assistant  Director,  Social  Service 
Programs.  Class  2948  normally  supervises  a group  of  social  service 
units,  which  may  include  units  which  are  headed  by  employees  in 
Class  2944  Child  Welfare  Supervisor.  The  salary  differential 
between  Class  2944  and  Class  2948  is  only  , a percentage  which, 
in  the  judgment  of  the  staff  does  not  sufficiently  recognize 
the  differences  in  the  level  of  responsibility  of  these  classifi- 
cations. Further,  it  does  not  take  into  account  the  supervisory 
relationship.  The  following  table  depicts  the  salary  relationships 
of  these  social  services  supervisory  classifications  and  also 
illustrates  the  necessity  for  granting  internal  adjustments  to 
Classes  2950  Social  Service  Division  Supervisor  and  2969  Assistant 
Director,  Social  Service  Programs: 

Approx.  % Recommended  Approx.  % 

Class  Code  1977/78  Differential  1978/79  Differential 


2944 

43.3 

2.5 

44.2 

5. 

2948 

43 . 8 

7.5 

45.2 

7.5 

2950 

45.3 

7.5 

46.7 

7.5 

2969 

46.8 

48.2 

With  respect  to  the  internal  adjustment  of  1.5  steps  recommended 
for  Class  9232  Airport  Mechanical  Maintenance  Supervisor,  the  Civil 
Service  Commission  staff  has  made  a classification  determination  that 
the  subject  classification  functions  at  a level  of  responsibility 
equal  to  that  of  Class  7120  Buildings  and  Grounds  Maintenance  Super- 
intendent, which  latter  classification  enjoys  a 1\%  salary  advantage 
over  Class  9232.  This  judgment  is  based  on  the  number  and  kind  of 
subordinates  supervised,  the  nature  of  the  function  supervised,  and 
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the  consequences  of  an  error  in  judgment. 

An  internal  salary  adjustment  has  been  recommended  for  Class 
3350  Parks  Superintendent,  in  order  to  maintain  a long-standing 
relationship  with  Class  3294  Recreation  Superintendent.  Since  the 
class  of  Parks  Superintendent  is  charged  with  the  function  of  cult- 
ivating and  maintaining  all  Recreation  and  Park  Department  physical 
properties,  such  as  parks,  playgrounds,  swimming  pools  and  other 
recreational  facilities,  and  since  the  bulk  of  the  subordinate 
personnel  are  in  the  class  of  gardener,  or  closely  related  classes, 
it  appears  logical  that  this  class  be  situated  on  the  gardener 
benchmark.  Similarly,  since  the  Superintendent  of  Recreation  is 
responsible  for  the  operation  of  recreational  programs  and  units 
which  are  staffed  by  Recreation  Directors,  it  should  follow  that  this 
classification  be  benchmarked  with  the  classification  of  Recreation 
Director.  Since  these  benchmarks  tend  to  result  in  differing  salary 
recommendations  for  each  benchmark,  the  preservation  of  equity 
between  the  classes  of  Park  Superintendent  and  Recreation  Superintendent 
must  be  maintained  by  the  use  of  the  internal  adjustment  mechanism. 

Class  1857  Director  of  Information,  functions  as  spokesman  to 
the  media,  community  organizations  and  the  general  public  on  matters 
of  maximum  importance  which  affect  any  and  all  aspects  of  City  and 
County  government.  These  matters  include  important  legislative,  admin- 
istrative and  fiscal  questions.  These  include  City  as  well  as  County 
functions  and  may  relate  to  the  operation  of  water  production  and 
distribution,  urban  transit,  port  and  airport  operations,  law  enforce- 
ment and  other  controversial  matters.  This  position  receives  an 
annual  salary  of  $30,310.00.  The  next  highest  public  relations 
position  within  the  City  and  County  service  is  Class  1340  Assistant 
to  the  General  Manager,  PUC-Public  Relations.  The  annual  salary  for 
this  class  is  $28,008.00.  It  would  appear  that  the  differential 
between  these  classes  is  not  sufficient  to  distinguish  between  a 
position  having  only  responsibility  for  public  relations  for  one  group 
of  City  departments  as  opposed  to  a position  involving  responsibility 
for  all  City  functions  and  for  the  public  service  enterprises  which 
it  operates. 

A recommendation  for  internal  adjustment  of  approximately  5%  was 
made  with  respect  to  Class  5178  Assistant  Superintendent,  Property 
Conservation,  in  order  to  maintain  an  internal  relationship  with  Class 
5179  Assistant  Superintendent,  Building  Inspection  Administration. 

These  classes  were  originally  established  at  the  same  salary  level, 
but  since  they  were  placed  on  different  benchmarks.  Class  5179  was 
recommended  for  an  increase  of  1.1  salary  schedules,  or  approximately 
5^% , while  Class  5178,  on  a different  benchmark,  was  recommended  for 
no  regular  increase  based  on  data.  Thus,  the  staff  attempted  to 
compensate  by  recommending  an  internal  adjustment. 

The  staff  recommended  an  internal  adjustment  of  1.0  steps  or 
approximately  5%  for  Class  3566  Executive  Secretary,  Museums.  The 
reason  for  this  recommendation  stems  from  a classification  judgment 
made  by  the  commission  staff.  The  subject  position  involves  signifi- 
cant responsibilities  for  administering  the  accounting  functions 
and  fiscal  management  of  the  Fine  Arts  Museum.  Responsibility  is 
exercised  for  the  supervision  of  subordinate  professional  accountants 
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and  accounting-clerical  support.  In  addition,  this  position 
requires  considerable  responsibility  for  other  administra- 
tive functions.  In  the  judgment  of  the  staff,  the  position 
merits  a salary  level  of  5%  over  that  of  Class  1654  Principal 
Accountant . 

Classes  3262  Curator  of  Arts  and  Crafts,  Junior  Museum,  and  3548 
Curator  of  Natural  Science,  Junior  Museum,  were  recommended  for 
1.5  steps,  or  approximately  7%%  internal  salary  adjustments* 

These  adjustments  were  based  on  higher  salary  data  from  other  junior 
museums  within  the  Bay  Area. 


Jurisdiction 

Class  Title 

Salary 

Oariand  Rotary  Natl. 

Science  Center  Museum 

Naturalist 

$ 1532  - 1691 

San  Mateo  County 

Museum 

Naturalist 

1218  - 1523 

Palo  Alto 

Museum 

Naturalist 

1147  - 1435 

Walnut  Creek 

Rec.  Supv. 

1322  - 1593 

San  Francisco 

3262  - 

3548 

1188  - 1431 

From  an  inspection  of  the  above,  it  may  be  determined  that  the 
positions  at  the  Junior  Museum  of  San  Francisco  suffer  in  terms  of 
salary  when  compared  with  similar  positions  in  other  Bay  Area  Junior 
Museums . 

Your  office  has  requested  an  example  of  a recommendation  for  an 
internal  adjustment  based  upon  recruiting  difficulties.  The  Civil 
Service  Commission  is  in  receipt  of  communications  from  the  County 
Clerk  citing  the  difficulty  he  has  experienced  in  recruiting  for 
Class  B 1 6 4 Senior  Law  Clerk.  Accordingly,  the  Civil  Service  Commission 
staff  recommended  a .5  schedule  internal  adjustment  for  Class  B164 
in  order  to  provide  approximately  12%%  over  the  next  lower  class, 

B 1 6 0 Law  Clerk.  We  are  attaching  a copy  of  the  correspondence  from 
the  County  Clerk. 

In,  part,  factors  considered  by  the  staff  in  recommending  on 
internal  adjustments  for  classes  with  promotive  series  recognize  and 
take  into  consideration  the  provisions  of  Section  VII,  A Para.  1, 
which  provides  that  employees  who  are  promoted  to  a higher  class  must 
receive  either  approximately  7%  or  10%  pay  increase  as  a result  of 
the  promotive  appointment.  The  staff  considers  that  these  increases 
are  minimum  incentives  for  an  employee  to  accept  a position  involving 
greater  responsibility.  Accordingly,  the  staff  has  endeavored,  on 
a consistent  basis,  to  adjust  salaries  of  promotional  classes  so  as 
to  set  the  salaries  of  such  classes  at  a sufficiently  high  level  as 
to  attract  and  retain  competent  candidates  for  the  positions. 
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If  your  office  has  need  of  further  information  or  explanation 
regarding  internal  adjustments,  please  call  on  us. 


JJW/ev 

Attachment 


Very  truly  yours. 


John  J. 
General 


Walsh 
Manager , 


Personnel 
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Cross-Classification  Comparisons  of  BASSC  and  S.F.  Positions 

PROFESSIONAL  CLASSIFICATIONS 


Salary  Compared  to 
Benchmark 

Relative 

Rank 

BASSC 

San  Francisco 

BASSC 

SF 

*1242/44  Personnel  Analyst 

21.9% 

15.4% 

10 

14 

*1650  Accountant 

-18  .7 

-17.1 

24 

24 

1652  Sr.  Accountant 

Benchmark  Benchmark 

17 

19 

1654  Principal  Accountant 

50.9 

20.6 

6 

10 

*1756/57  Computer  Operator 

-21.7 

-25.9 

25 

25 

*1770  Photographer 

- 5.9 

-15.2 

22 

25 

*1822/25  Administrative  Analyst 

21.9 

24.7 

10 

9 

1862/64  Systems  Analyst 

22.5 

16.8 

9 

12 

*1872  Programmer  Analyst 

-5.5 

-2.2 

19 

18 

1874  Sr.  Programmer  Analyst 

27.7 

17.7 

8 

11 

*1952/56  Purchaser 

0.8 

16.2 

16 

15 

2220/22  Physician 

196.6 

104.8 

1 

5 

*2512  Licensed  Vocational  Nurse 

-25.4 

-27.2 

26 

26 

*2520  Registered  Nurse 

- 1.6 

- 1.6 

18 

20 

2425/26/27  Radiologic  Technologist 

: -5.5 

- 9-5 

21 

22 

*2444  Clinical  Laboratory  Technologi^  ^ 

11.5 

15 

15 

*2450  Pharmacist 

42.1 

59.6 

4 

6 

*2471/86  Chemist 

7.0 

5.0 

14 

16 

*2556/58  Physical  Therapist 

1.6 

5-7 

15 

17 

5202/54/50  Jr.  Engineer 

- 4.4 

-0- 

20 

19 

*5204/06/56/p3/52/54  Intermed. 

Engineer 

17.5 

25-5 

1 

8 

5208/10/18/40/42/52/56/58  Sr. 

57-5 

65.0 

5 

4 

Engineer 

5544/46  Engineering  Draftsman 

-15.5 

-9.0 

25 

21 

81 74  Beginning  Attorney 

16.9 

25.8 

12 

7 

*8176/78  Jr.  Attorney 

50.1 

62.9 

7 

5 

8180  Intermed.  Attorney 

82.6 

112.4 

5 

2 

8182  Sr.  Attorney  124.2  128.5 

* San  Francisco  Civil  Service  benchmark  class. 

2 

1 
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CRAFTS  & MISCELLANEOUS  BLUE 

Salary  Compared  to 

Relative 

Rank 

COLLAR  CLASSIFICATIONS 

Benchmark 

BASSO 

San  Francisco 

BASSC 

SF 

*1760 

Off-Set  Operator 

-37.1% 

-42.7% 

13 

12' 

2654 

Cook 

■-35.3 

-34.6 

12 

11 

*2708 

Janitor 

-41.8 

-46.0 

14 

13 

*7532 

Machinist 

4.1 

-6.8 

2 

7 

*7334 

Stationary  Engineer 

1.1 

-9.0 

5 

8 

*7344 

Carpenter 

-0.'7 

-0- 

7 

6 

*7345 

Electrician 

Benchmark 

Benchmark 

6 

6 

*7346 

Painter 

1.2 

' 4.4 

4 

3 

*7347 

Plumber 

3.3 

1.4 

3 

5 

*7355 

Truck  Driver-Light /Medium 

-10.0 

6.1 

9 

2 

*7355 

Truck  Driver-Heavy 

-0.1 

9-3 

8 

1 

*7381 

Auto  Mechanic 

' 6.8 

2.9 

1 

4 

7462 

Plumbers  Helper 

-25.3 

-16.1 

11 

9 

*7514 

Laborer,  General 

-20.4 

' -31.2 

10 

10 

CLERICAL  & SIMILAR  CLASSIFICATIONS 


1402/22  Jr.  Clerical 

-17.2% 

-21 .4% 

8 

8 

1404/06/24/26  Intermediate 

Clerical-2.7 

0.2 

5 

4 

*1442/44  Clerk  Steno 

Benchmark  Benchmark 

4 

5 

1458/60  Legal  Steno 

23.9 

17.0 

1 

1 

1 630/32  Accounting  Clerk 

-12.4 

2.8 

6 

3 

1706/08  Telephone  Operator 

-16.3 

-6.2 

7 

7 

*1720/21  Key  Punch'  Operator 

1.5 

-3.7 

3 

6 

*1932/34/36  Storekeeper 

10.4 

13.1 

2 

2 

* San  Francisco  Civil  Service  “benchmark  class. 
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There  are  two  problems  with  the  methods  used  by  the  San 
Francisco  Civil  Service  Commission  in  their  salary  survey  which 
disturb  the  relationships  which  exist  in  the  Bay  Area  among 
different  benchmark  classes_('| ) the  fact  that  not  every  jurisdiction 
has  every  San  Francisco  benchmark  classification, and  (2)  the  practice 
of  weighting  each  jurisdiction's  influence  on  the  average  by  the 
number  of  persons  employed  in  the  benchmark  by  the  jurisdiction. 

To  illustrate  the  situtation  where  some  of  the  jurisdictions 
do  not  have  some  of  the  benchmark  classes,  let  us  assume  that  we 
have  four  classifications^,  X,  Y and  Z,and  that  all  jurisdictions 
agree  they  should  each  be  paid  the  same  amount  of  money.  The 
jurisdiction's  only  disagreement  is  over  how  much  that  pay  should 
be . 


Class 

Agency  A 

Agency  B 

Agency  C 

Agency  D 

Average 

W 

$1,080 

$1,050 

$1,065 

X 

$1,080 

$930 

$1,050 

$1,020 

Y 

$1,080 

$1,050 

$980 

$1,037 

Z 

$930 

$980 

$ 955 

In 

this  example  the 

"average" 

indicates 

that  by  San 

Francisco ' s 

wage-setting  formula,  the  four  benchmarks  would  have  a $110  (157o) 
difference  in  their  salaries. 
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To  illustrate  the  other  situation  where  the  effect  of  each 
jurisdiction's  influence  on  the  average  is  weighted  by  how  many 
employments  that  jurisdiction  has  in  the  class,  let  us  assume  that 
we  have  the  same  four  classifications  and  the  same  four  juris- 
dictions. in  this  case,  each  jurisdiction  has  each  classification, 
but  they  have  different  numbers  of  employments  in  each. 


Class 

Agency  A 

Agency  B 

Agency  C 

Agency  D 

Weighted 

Average 

Emp . 

Pay 

Emp . 

Pay 

Emp . 

Pay. 

Emp . Pay 

W 

70 

$1,080 

10 

$930 

35 

$1,050 

10  $980 

$1,051 

X 

65 

$1,080 

20 

$930 

30 

$1,050 

10  $980 

$1,041 

Y 

40 

$1,080 

20 

$930 

20 

$1,050 

35  $980 

$1,018 

Z 

15 

$1,080 

45 

$930 

10 

$1,050 

40  $980 

$ 980 

In  this  example  the  "weighted  average"  indicates  that  by 
San  Francisco's  wage-setting  formula,  the  four  benchmarks  would 
have  a $71  (77o)  difference  in  their  salaries. 

When  the  two  examples  are  combined  the  difference  between 
the  low  and  high  benchmarks  climbs  to  $116(22%).  Because  the 
weight  of  a jurisdiction  which  does  not  have  a particular  class 
is  zero,  jurisdictions  missing  from  the  survey  for  a particular 
class  have  the  greatest  effect  on  the  survey  results. 
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